Meaning Makers: A Mixed-Method Case Study of Exemplary Police Chiefs and the Behaviors They Use to Create Personal and Organizational Meaning by Villanueva, Rose Nicole
Brandman University
Brandman Digital Repository
Dissertations
Spring 4-3-2017
Meaning Makers: A Mixed-Method Case Study of
Exemplary Police Chiefs and the Behaviors They
Use to Create Personal and Organizational
Meaning
Rose Nicole Villanueva
Brandman University, rvillanu@mail.brandman.edu
Follow this and additional works at: https://digitalcommons.brandman.edu/edd_dissertations
This Dissertation is brought to you for free and open access by Brandman Digital Repository. It has been accepted for inclusion in Dissertations by an
authorized administrator of Brandman Digital Repository. For more information, please contact jlee1@brandman.edu.
Recommended Citation
Villanueva, Rose Nicole, "Meaning Makers: A Mixed-Method Case Study of Exemplary Police Chiefs and the Behaviors They Use to
Create Personal and Organizational Meaning" (2017). Dissertations. 105.
https://digitalcommons.brandman.edu/edd_dissertations/105
  
 
 
 
Meaning Makers:  A Mixed-Method Case Study of Exemplary Police Chiefs and the 
Behaviors They Use to Create Personal and Organizational Meaning 
A Dissertation by 
Rose Nicole Villanueva 
 
Brandman University 
Irvine, California 
School of Education 
Submitted in partial fulfillment of the requirements for the degree of 
Doctor of Education in Organizational Leadership 
April 2017 
 
Committee in charge: 
Dr. Keith Larick Ed.D., Committee Chair 
Dr. Cindy Petersen Ed.D., Committee Member 
Dr. James B. Cox Ph.D., Committee Member 
 
 
  
  
iii 
Meaning Makers:  A Mixed-Method Case Study of Exemplary Police Chiefs and the 
Behaviors They Use to Create Personal and Organizational Meaning 
Copyright © 2017 
by Rose Nicole Villanueva 
  
iv 
ACKNOWLEDGEMENTS 
 
This dissertation is dedicated to my amazing family.  You are my meaning 
makers.  To my remarkable daughters, thank God for you both.  You are my life, my 
love, and my everything.  I am eternally grateful for your understanding throughout my 
doctoral journey.  Always remember that with hard work and perseverance anything is 
possible.  I am so proud of the beautiful, smart, and amazing women you have both 
become.  My beautiful daughter Morgan Taylor, you are my inspiration.  Your class and 
elegance is like no other.  You make me proud, always.  Your love, support and 
encouragement are more than words can express.  Thank you for the laughs and guidance 
when I could not see the finish line.  I am truly blessed to have you in my life.  Thank 
you for always believing in me and giving me the courage to keep going.  You are my 
everything and I love you to the moon and back.  To my gorgeous daughter Skyler, you 
are my true north.  Thank you for being my biggest cheerleader and always keeping me 
focused throughout this amazing journey.  Listening to you singing and hearing your 
amazing voice during my long nights of writing truly made my heart sing.  I love you 
more than you will ever know.  You are an incredible young lady and you make me 
proud every day.  Thank you for keeping me focused and believing in my abilities.  You 
are my everything and I love you to the moon and back.  To my husband Jose, without 
you this would have never been possible.  We did it!  You are my hero and the love of 
my life.  Thank you, thank you for always believing in me and for standing beside me 
always and forever.  You have stood by me and always encouraged me to keep going to 
achieve my lifelong dream.  Your dedication to your family by always putting us first is 
like no other.  You are our foundation and our rock.  You have been there every step of 
v 
the way.  The long nights sitting beside me as I wrote one more sentence, one more 
paragraph, and one more page, even though you too were sleep deprived, gave me that 
extra determination to keep going.  Your encouragement and support was unwavering 
and will always be etched in my heart.  I could have never reached the mountaintop 
without you.  With every ounce of my being I am eternally grateful to you for everything.  
To my sister Florence Tsang, thank you for being my best friend and always being there 
for me.  You are a remarkable big sister and I thank you for your love, support and for 
always putting your family first.  You have always been there for me and for that I am 
infinitely thankful.  I love you sissy.  My wonderful sister Caroline Estephan, your peace 
and love makes my heart smile.  To my two amazing brothers Elias Khalaf and Fadlo 
Khalaf, thank you for always making me feel like I can accomplish anything.  I could not 
have asked for two more caring and supporting brothers.  I am truly blessed to have you 
as my brothers and as my friends.  Thank you again to my amazing siblings for always 
being there for our mother and never making me feel guilty due to my lack of availability 
during my doctoral program.  My aunt Nimat Khalaf, thank you for planting the seed at 
such a young age.  I will forever cherish our long talks and your words of wisdom.  To 
my parents Nehme Khalaf and Katina Khalaf, you are the most exemplary people I have 
ever met.  Thank you for dedicating your life to your family.  I would have never 
achieved my hopes and dreams without your endless love, compassion, encouragement, 
support, wisdom and guidance.  Thank you for always making each and every one of 
your children feel extremely loved and special.  Your dedication to each of us and your 
willingness to always put us first is truly priceless.  You are my heart and soul.  You are 
my heroes.  My mother, you are the most amazing woman I know, and if I am half the 
vi 
woman you are, I would be content.  Your strength and courage inspire me to persevere 
and accomplish all my dreams.  My father, you are the greatest man I have ever known.  I 
have never met a man that had so much love to give and asked for so little.  Even though 
you are not here with us in the physical world, I know you have been by my side 
throughout all my accomplishments and doctoral journey.  My love for you is endless.  
This one is for you!   
To Dr. Isa De Armas, Dr. Christine Hamlin, Dr. Joan Lucid, and Dr. Jennifer 
Stevenson, you are my role models and my exemplary leaders.  You create meaning in 
everything you do and it is a privilege and honor to be surrounded with such amazing 
leaders.  Thank you for your wisdom, vision, relationships, character and inspiration.  
You made my dissertation journey a meaningful one.  Dr. Isa De Armas, thank you for 
your encouragement even before my journey began.  To Clare, Dianne, Janice, and 
Sandy, your support throughout my doctoral journey has truly been a blessing.  You 
ladies are truly one of a kind.  To Alejandra Febles, my dear friend, thank you for your 
understanding and for being a wonderful friend even though our time together was 
limited during my doctoral program.  To my wonderful friend, Carolyn Cole, I will 
forever be grateful for your love and support throughout my doctoral journey.   
To my dissertation chair Dr. Keith Larick and committee members Dr. Cindy 
Petersen; Associate Dean, Dr. Patricia White; Dr. Douglas Devore; and Dr. Jim Cox, what 
an amazing experience to be surrounded by such brilliance.  I am truly speechless.  You 
will forever hold a special place in my heart.  Thank you for your guidance, knowledge, 
and inspiration in helping me achieve my ultimate goal.  To my fabulous chair, Dr. Keith 
Larick.  Your knowledge, wisdom and never-ending support and encouragement is 
vii 
beyond words.  Thank you for always believing in me and helping me see the light at the 
end of the tunnel.  Your commitment and knowledge is empowering, and I will always 
cherish your patience and the time you invested in my success.  Much love and gratitude.  
My cohort mentor, Dr. Larry Freise, thank you for your patience, for your support and for 
your leading by example.  Thank you for always cheering us on and believing in us.  To 
my AV Gamma family, Darmie, Elizabeth, Lisa, Kathryn, Kathleen, Sherri, Stephanie, 
and Zach, I love you all.  Thank you for this amazing and unforgettable journey.  Thank 
you to my blue team, Barbara and Sandy.  Your support, encouragement and kind words 
have meant more to me than you will ever know.  You two are absolutely amazing!  To 
my AV Gamma family and thematic team, this journey would have never been as 
meaningful without every single one of you.  I have been blessed on so many levels, and 
sharing this journey with you has definitely made it one of a kind.  Your ongoing support, 
encouragement, guidance, presence, love, laughter and tears helped me accomplish my 
dream.  I love you all.  I will always cherish your words of encouragement…. We got 
this!!  Finally, and most importantly, I thank God, because with Him anything is possible. 
  
viii 
ABSTRACT 
Meaning Makers:  A Mixed-Method Case Study of Exemplary Police Chiefs and the 
Behaviors They Use to Create Personal and Organizational Meaning 
by Rose Nicole Villanueva 
The purpose of this thematic, mixed-method case study was to identify and describe the 
behaviors that exemplary police chiefs use to create personal and organizational meaning 
for themselves and their followers through character, vision, relationships, wisdom, and 
inspiration.  Additionally, this study surveyed the followers of these exemplary leaders to 
evaluate the degree of importance to which these followers believe a leader uses 
character, vision, relationships, wisdom, and inspiration to create personal and 
organizational meaning.  Police chiefs were interviewed for this study regarding their 
insight in the use of the behaviors associated with character, vision, relationships, 
wisdom, and inspiration.  There have been studies that have focused on character, vision, 
relationships, wisdom, and inspiration.  However, there has not been a study that has 
included all five variables in the research that identify and describe behaviors that 
exemplary leaders use to create personal and organizational meaning.  The literature and 
the findings support use of the five variables in the behaviors that create meaning.  The 
findings of this research show that exemplary leaders use all five variables throughout 
their leadership.  Additionally, exemplary police chiefs agree that all five variables are 
needed, and one variable does not offset the others.  Their followers also concur that the 
five variables are important exemplary leadership behaviors that help create personal and 
organizational meaning.  Further research is recommended for this area of study by 
replicating this study in other law enforcement agencies focusing on either elected 
sheriffs, school district police, or special district police chiefs.  In addition, a limited case 
ix 
study is recommended, locating three female police chiefs and looking at their pathways 
to the chief position.  By identifying and describing the behaviors that exemplary police 
chiefs use to create personal and organizational meaning for themselves and their 
followers and the degree of importance which followers perceive the behaviors through 
character, vision, relationships, wisdom, and inspiration, help to create personal and 
organizational meaning, researchers can provide the necessary strategies and tools for 
improving these five variables in leaders in order to create successful and meaning 
leadership.  
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PREFACE 
Following discussions and considerations regarding the opportunity to study 
meaning making in multiple types of organizations, four faculty researchers and twelve 
doctoral students discovered a common interest in exploring the ways exemplary leaders 
create personal and organizational meaning.  This resulted in a thematic study conducted 
by a research team of 12 doctoral students.  This mixed-methods investigation was 
designed with a focus on the ways in which top executives in law enforcement make 
meaning for their followers and their organization.  Exemplary leaders were selected by 
the team from various public, profit, and non-profit organizations to examine the 
strategies these professionals used.  Each researcher interviewed three highly successful 
professionals to determine what behaviors helped them to make meaning; the researcher 
then administered a survey to twelve followers of each leader to gain their perspective 
about the leadership behaviors most important to creating meaning in their organization.  
To ensure thematic consistency, the team co-created the purpose statement, research 
questions, definitions, interview questions, survey, and study procedures.  It was agreed 
upon by the team that for the purpose of increased validity, data collection would involve 
method triangulation and would include interviews and observations. 
Throughout the study, the term “peer researchers” is used to refer to the other 
researchers who conducted this thematic study.  My fellow doctoral students and peer 
researchers studied exemplary leaders in the following fields: Barbara Bartels, presidents 
of private nonprofit universities in Southern California; Kimberly Chastain chief 
executive officers of charter school organizations; Candice Flint, presidents or chief 
executive officers of nonprofits in California; Frances E. Hansell, superintendents of K-
xi 
12 schools in Northern California; Stephanie A. Herrera, female chief executive officers 
of private-sector companies in California; Sandy Hodge, chief executive officers of 
engineering technology organizations; Ed Jackson, exemplary technology leaders in 
Northern California; Robert J. Mancuso, managing partners in consulting firms; Zach 
Mercier, professional athletic coaches in NCAA Division I institutions; Sherri L. Prosser, 
chief executive officers of healthcare organizations in California; Jamel Thompson, K-12 
superintendents in Southern California; and I studied police chiefs in California and Utah. 
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CHAPTER ONE: INTRODUCTION 
The concept of meaning has been around for centuries and dates back to the 
earliest philosophers (Kraut, 2014).  More recently, Victor Frankl’s (1959) theory, called 
logotherapy, describes his ideas regarding meaning and the power that meaning has in 
creating purpose (Frankl, 1959).  Logotherapy supports the notion that man has continued 
to search for meaning and how it applies to one’s life (Frankl, 1959).  Frankl (1959) 
believed that meaning is the driving force of motivation and what people are often 
searching for.  In the absence of meaning there is no value or self-worth.  People who 
have searched and found personal and organizational meaning are able to identify the 
purpose in their life.  In Frankl’s (1959) book Man’s Search for Meaning, he writes about 
his experiences as an inmate in a concentration camp during World War II.  The way in 
which an inmate viewed and visualized his future affected his will to survive (Frankl, 
1959).  He had found a purpose for living and a meaning for life.  According to Mursell 
(1920), “we find comparatively little attention has been explicitly devoted to discussing 
and accurately defining it” (p. 256).  According to Lantz, Frankl emphasizes the value of 
meaning and believes that meaning is the primary motivator of human behavior (Lantz, 
1998). 
The presence of meaning in the workplace is a crucial component of job 
satisfaction.  Meaning in the workplace leads to higher employee satisfaction as well as 
creating higher retention rates (Amortegui, 2014).  According to Crowley (2011), there 
has been a gradual decline in job satisfaction “through the last decade” (Crowley, 2011, 
p. 16).  A 2013 survey conducted by Harris Interactive showed that “74 percent of people 
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would today consider finding a new job” (Harris, 2013).  A study by Accenture showed 
the reasons for this are as follows (Forbes, 2013): 
1) They don’t like their boss (31%), 
2) A lack of empowerment (31%), 
3) Internal politics (35%), and  
4) Lack of recognition (43%). 
With the decline of job satisfaction and the lack of meaning and a purpose in 
one’s life there is a significant impact on productivity.  According to Mautz (2015), “The 
problem of a disengaged workforce is more widespread than most of us would dream 
possible” (p. 8).  There is a possibility of withdrawal and resignation when there is an 
absence of meaning in one’s professional and personal life (Mautz, 2015 & Ulrich & 
Ulrich, 2010).  Police chiefs now more than ever need to create meaning for themselves 
and their followers.  Leaders not only influence their followers’ commitment, they make 
a difference in their lives professionally and personally (Kouzes & Posner, 2016).  
 There is a great urgency now, more than ever, to create tangible meaning in one’s 
life.  Management guru Peter F. Drucker defines management as having to do with the 
integration of people who share the same values and are deeply embedded in the culture 
of the organization (Drucker, 1998).  The leader is the one who sets the tone for his 
followers, as well as holding high expectations for their performance while building on 
individual strengths, ignoring weaknesses, and developing followers with proper training 
(Drucker, 1998).  In addition, leaders set high values and create a greater vision while 
leading with integrity (Drucker, 1998).  According to Ulrich and Ulrich (2010), “When 
our organizations enact our highest values and embody our best aspirations, they inspire 
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our best efforts” (Ulrich & Ulrich, 2010, p. 10).  Employees must feel they have a 
purpose and are valued by their organization to work to their full potential.  This in turn 
will create individual and organizational meaning.  As stated by Ulrich and Ulrich 
(2010), “When we find meaning in our work, we find meaning in life” (Ulrich & Ulrich, 
2010 p. 248).   
Law enforcement agencies are facing many challenges and turbulence in their 
departments, and as a result, police chief practices are gradually progressing.  Police 
chiefs are now focusing more on teamwork and dispersed leadership, as well as 
developing and building the capacity of their followers (Wuestewald & Steinheider, 
2016).  With the many police shootings of unarmed suspects that have occurred, leaders 
of law enforcement agencies are facing critical times.  Law enforcement is feeling the 
pressure from community members regarding the issues of prejudice and the enforcement 
of unfair policies (International Association of Chiefs of Police, 2015).  According to 
Ulrich & Ulrich, “Ultimately the crisis of meaning is always a crisis of leadership” 
(Ulrich & Ulrich, 2010, p. 7).   
It takes a leader with exemplary leadership skills to survive in law enforcement 
today.  Police chiefs need to provide the support and the positive culture of service that 
brings job satisfaction to those in the organization.  In order to ensure that police chiefs 
can create a culture that brings personal and professional meaning into the workplace, we 
need to understand what exemplary leaders do that motivate and inspire employees.  
Leadership must be transformational in order to create followers who can experience both 
personal and professional satisfaction.  Moreover, police chiefs need to lead in an 
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efficient manner in order to support their organization, and in order for their followers to 
effectively function in these challenging times.  
Background 
“Life is never made unbearable by circumstances, but only by lack of meaning and 
purpose.” 
 ―Victor E. Frankl 
 
Meaning  
The presence of meaning is what creates purpose and significance in one’s life 
and provides value for the individual, as well as the ability to value others (Aristotle, 384 
BC; W. G. Bennis, 1999; Csikszentmihalyi, 1990; Frankl, 1984; Kouzes & Posner, 2006; 
Mautz, 2015; T. Moore, 2008; Pearson, 2015; Socrates, 469 BC; Varney, 2009; Yeoman, 
2014).  Man’s search for meaning dates back to the earliest philosophers.  To this day the 
search for meaning is more apparent than ever.  “In troubled times our search for 
meaning becomes both more difficult and more compelling.” (Ulrich & Ulrich, 2010, p. 
2).  According to Mautz (2015), when individuals feel a sense of significance and 
importance, they are able to find meaning in what they do.  An in-depth review of the 
literature relating to the search for meaning in one’s personal life and in their 
organization revealed that there is a need for people to find meaning in everything they 
do.  Frankl, in his book Man’s Search for Meaning, uses the quote by philosopher 
Friedrich Nietzche: “He who has a “why” to live can bear with almost any how.” (Ulrich 
& Ulrich, 2010).  
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Personal Meaning 
According to Ahdoot (2013), people are always searching for personal meaning as 
it is the root of who they are and the essence of their existence.  Without personal 
meaning there is a lack of inner drive and personal motivation.  Through personal 
meaning people are able to find their true self and what they stand for (Ahdoot, 2013).  
Therefore, if people choose to find personal meaning in their life they are able to do so, 
as well as find deep happiness.  With that being said, many people are still searching and 
struggling to find personal meaning in their life (Keith, 2003).  People often make 
excuses for why they can’t find meaning in their personal life.  They feel “trapped in a 
difficult present” (Keith, 2003, p. 2).  Exemplary leaders are able to create the “why” for 
their followers and add meaning to what they do (Mautz, 2015, Ulrich & Ulrich, 2010). 
Law Enforcement   
Police chiefs are reminded daily of the dissatisfaction and mistrust surrounding 
them.  There is a perceived national problem in law enforcement when it comes to the use 
of physical force and inappropriate conduct.  Police chiefs need to pave the way for 
reform in order to build trusting relationships in the community (American civil liberties 
union, 2015).  Effective police chiefs must be able to balance predictability and 
constancy in a time of change.  In order to evolve and be effective in a world of change, 
police chiefs need to be the drivers of organizational change (Batts, Scrivner, & Smoot, 
2012).  They need to foster and build trusting relationships while focusing on their 
organization’s vision.  To create organizational meaning, police chiefs need to coach and 
guide their followers in order to develop a sense of commitment (Morreale & Ortmeier, 
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2016).  Police chiefs need to create personal and organizational meaning for themselves 
and their followers through character, vision, relationships, wisdom and, inspiration.  
Leadership   
“You don’t lead by hitting people over the head- that’s assault, not leadership.” 
 ―Dwight D. Eisenhower 
The theoretical background of leadership focuses on leadership traits and what it 
means to be a leader.  Leadership traits consist of one’s attributes and leadership style, 
(Bass & Bass, 2008; Fullan, 2014; Northouse, 2009; Wheatley, 1994).  “There is a strong 
demand for effective leadership in society today” (Northouse, 2009, p. 5).  In order for an 
organization to function and be successful their needs to be exemplary leadership.  Due to 
the use of excessive force by policemen there is mistrust and community dissatisfaction 
with law enforcement.  Law enforcement agencies are facing increased scrutiny and are 
under harsh criticism (Bowes, 2015).  It is crucial to have exemplary leaders that are able 
to achieve personal and organizational meaning for themselves and their followers.   
Leaders that are exemplary are able to set a direction and create a vision that 
guides their followers for what lies ahead (Mills, 2005).  Leadership is crucial in creating 
a sense of commitment, and to enable followers to move forward to succeed (Mills, 
2005).  This kind of direction, commitment, and exemplary leadership is extremely 
crucial with a law enforcement agency because they are here to protect and serve the 
public.  Leadership is an investment that takes time and energy, but exemplary leadership 
is necessary in order to build and restore the community’s trust in law enforcement 
(Morreale & Ortmeier, 2016). 
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This kind of leadership is essential in addressing the challenges and issues that 
community-based policing faces when serving the public (Morreale & Ortmeier, 2016).  
Police chiefs need to shift their leadership style from the “command-and control” style of 
leadership to the now more popularly accepted “participatory leadership” (Gordon & 
Berry, 2006).  This type of leadership style will help create a cohesive relationship 
between law enforcement agencies and the communities they serve.  These exemplary 
police chiefs need to create personal and organizational meaning for themselves and their 
followers focusing on the variables of character, vision, relationship, wisdom, and 
inspiration.   
The Five Variables for Exemplary Leaders   
“The crucial variable in the process of turning knowledge into value is creativity.” 
 ―John Kao 
The theoretical framework for the five domains of meaning that is explored in this 
research was first introduced by Dr. Keith Larick and Dr. Cindy Petersen in a series of 
conference presentations and lectures to school administrators in ACSA (Association of 
California School Administrators) and to doctoral students at Brandman University.  This 
initial research and work by Dr. Larick and Dr. Petersen, coupled with their leadership 
experience as school superintendents, inspired the desire to explore what exemplary 
leaders do to develop personal and organizational meaning, which leads to high 
achievement.  The five domains of leadership explored in this research include character, 
vision, relationships, wisdom, and inspiration.  The framework proposed by Larick and 
Petersen suggests that while each domain has merit, it is the interaction of the domains 
that supports the making of meaning in organizations.  In a 2015 Association of 
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California School Administrators State Conference presentation Larick and Petersen 
proposed that leaders with character, vision, relationships, wisdom, and inspiration have 
the integral skills to create personal and organizational meaning.  In recent presentations 
at Brandman University Larick and Petersen further asserted that the creation of personal 
and organizational meaning is fundamental to leading innovation and transformational 
change.  The theoretical framework suggests that exemplary leaders who have developed 
behavioral skills in each domain have the capacity to create personal and organizational 
meaning for themselves and their followers. 
The twelve thematic studies are designed to explore the Larick and Petersen 
theory to determine if exemplary leaders across a variety of professional fields have 
developed the leadership behaviors that can fuse the five domains and actualize meaning 
in their organizations.   
Character.  According to Northouse (2009) “Character is something that is 
developed” (Northouse, 2009, p. 159).  Leaders that have character also have the attribute 
of ethical leadership.  They are viewed by their followers as honorable and honest 
(Northouse, 2009).  Character defines who we are and that translates to what we do 
(Covey, 1989).  Ayres & Corderman (2008) state that an organization can change its core 
ideology with leaders that possess ethical character.  Leaders with character are able to 
lead by example and be positive role models for their followers.  Leaders with character 
do the right thing even when they have to make tough decisions.  “As a law enforcement 
leader, you must decide what you think is right, and you have a responsibility to tell 
others what you think "right" is (Ayres & Corderman, 2008, p. 39).  Leaders with 
character have integrity and make decisions for the right reasons.  Exemplary leaders that 
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possess character lead with courage and stand for what they believe in.  Their actions and 
values are influenced by their character (Northouse, 2009).  “Your virtues, and hence 
your character, are derived from your actions” (Northouse, 2009, p. 159). 
Vision.  Leaders that have a vision “create a picture of the future that is better 
than the status quo” (Northouse, 2009, p. 88).  These leaders are able to create a vision 
that their followers can visualize and one they are inspired by.  Leaders that create a 
vision for themselves and their followers “point the way to a new way of doing things 
that are better than how they were done in the past” (Northouse, 2009, p. 89).  Exemplary 
leaders make decisions that, through a shared vision, allow their followers to be part of 
the process.  Leaders that have a vision are open-minded and see things from a positive 
outlook (Schmitz, 2012).  White, Harvey, and Kemper (2007) mention that leaders that 
have a clear vision are able to have clear priorities when making difficult decisions.  
White et al. (2007) also found that how you communicate and deliver your vision is 
essential to achieving it.  “If you want your followers to understand your message and 
follow it, you must make it simple and avoid “rabbit runs” (White, Harvey, & Kemper, 
2007, p. 13).  Leaders that create a clear vision can inspire their followers to do things 
they never thought possible (Mills, 2005).  
Relationship.  Relationships, according to Northouse (2009), emphasize the 
importance of communication between leaders and their followers.  Collaboration 
between a leader and his followers is developed and emphasized thorough the process of 
communication.  Leaders that create meaning for themselves and their followers are 
mindful of their followers, as well as their followers’ ideas and motivations.  As stated by 
Kouzes and Posner (2006), exemplary leaders build personal relationships with their 
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followers.  They take the time and put in the effort to get to know their followers’ talents, 
hopes, and who they really are as well as what they believe in.  Thus, leadership 
behaviors create meaningful relationships between leaders and their followers. 
Additionally, exemplary leaders create a sense of teamwork and do not focus on 
individual needs.  They create working relationships “that enhance teamwork” (Ulrich & 
Ulrich, 2010, p. 40).  Moreover, exemplary leaders play a crucial role in building 
relationships and building trust in their followers.  These leaders understand the 
importance of guiding and supporting their followers in building teams and making 
connections with others in the organization.  By doing so, they are creating meaningful 
relationships among all team members and within the organization as a whole (Ulrich & 
Ulrich, 2010 & Harvey & Drolet, 2005).  Police chiefs need to model the concept of 
building relationships with their followers in order to build trust in the organization 
(Northouse, 2009).  According to Hess and Ortmann “Followers must trust the leader is 
taking them in the right direction.  They must trust their leader will support their actions 
as long as they operate within the agreed-upon parameters” (Hess & Orthmann, 2012, p. 
16).  Ulrich & Ulrich (2010) state that effective leaders understand the importance of 
building relationships and “when people come together to make ideas grow, ideas 
improve and the people find more meaning” (Ulrich & Ulrich, 2010, p. 106). 
Wisdom.  Fullan (2014) states that a leader who has wisdom is a leader who can 
act without waiting too long but is aware of the feedback from others.  A leader with 
wisdom has wisdom because of his experience.  According to Mautz (2015) it is 
meaningful when leaders transfer their wisdom to their followers and receive their 
knowledge and expertise.  Wisdom is knowledge that is used to serve others in the 
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organization.  A wise person has the ability to change the desired action to fit the 
situation and needs of the organization.  Leaders with wisdom have the knowledge and 
skill to do what is best for their organization and their followers (Schwartz, 2009).  
Exemplary leaders have the knowledge and experience to guide and support their 
followers in making ethical and moral choices (Spano, 2013).  Additionally, these 
exemplary leaders are able to think strategically and prepare for the unexpected.  
Police chiefs make crucial and lifesaving decisions on a daily basis.  They make 
moral decisions that impact the lives of others.  Wisdom is the ability to use your skills to 
adapt to a specific situation or circumstance (Schwartz, 2009).  Leaders who possess the 
attribute of wisdom are able to learn from their mistakes and move forward with integrity 
while correcting their mistakes (Spano, 2013).  Police chiefs need to use their wisdom to 
guide themselves and their followers to eliminate the tension that has been surrounding 
their agencies and the communities they serve.  Exemplary leaders that possess wisdom 
are able to reflect on the decisions they are making as well as being aware of their 
behavior and actions (Ardelt, 2004).  
Inspiration.  According to McKee, Boyatzis, and Johnston (2008), leaders are 
able to inspire people with their courage and commitment to their values.  Leaders can 
inspire their followers to build their capacity in order to reach their full potential.  
Inspirational leaders inspire their followers to stretch and set higher level goals for 
themselves (Crowley, 2011).  Leaders maximize a follower’s capacity by having a clear 
vision, and they can influence “from any position in the organization” (Hess & 
Orthmann, 2012, p. 13).  Inspirational leaders impact their organization in a positive and 
effective manner.  They inspire their followers by creating higher commitment levels 
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within their organization.  Leaders that are inspirational are effective communicators and 
impact others significantly in their organization (McEachern, 2005). 
The Role of Law Enforcement   
“Leaders become great, not because of their power, but because of their ability to 
empower others.”  
 ―John Maxwell 
Police chiefs play a very important role now more than ever.  Police chiefs are 
facing new challenges as they lead in a changing world (Batts, Smoot, & Scrivner, 2013).  
Challenges like increased accountability in policing, new types of crime being 
committed, and increased use of advanced technology have created tremendous 
challenges that law enforcement agencies face today (Pearson-Goff & Herrington, 2013).  
The urgency for exemplary leadership is more crucial now than ever for law enforcement 
agencies (Pearson-Goff & Herrington, 2013).  In other words, “Like other organizations, 
police agencies must balance constancy and predictability with adaptation and change” 
(Batts, Smoot, & Scrivner, 2013, p. 1).  Leaders need to have a vision that is shared in 
order to inspire others.  According to Vito & Higgins (2010), having a shared vision will 
create purpose and meaning for leaders as well as for their followers. In order to 
effectively communicate their shared vision, leaders need to lead by example and be role 
models for their followers (Pearson-Golf & Herrington, 2013).  Police chiefs “need to 
highlight the values of the vision by emphasizing how the vision presents ideas worth 
pursuing” (Northouse, 2009).   
Police chiefs have many crucial roles.  One crucial and very important role is to 
lead their team in an effective manner and ensure they are protecting and serving their 
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communities.  In order to move forward during these challenging times, police chiefs 
must take on the role of motivator and facilitator and be agents of change (Pearson-Golf 
& Herrington, 2013).  They need to be effective communicators and build relationships in 
their department in order to motivate their followers.  Police chiefs must include their 
followers in their leadership process in order to build trusting relationships (Norhouse, 
2009).   
With the many challenges facing law enforcement agencies today, it is important 
to investigate leadership practices and learn more about exemplary leadership behaviors.  
It is imperative to identify the behaviors that these exemplary police chiefs use to create 
personal and organizational meaning for themselves and their followers.  Moreover, to 
what extent do their followers perceive these strategies as helping to create personal and 
organizational meaning. 
Statement of the Research Problem 
Community dissatisfaction with all law enforcement due to their use of excessive 
force has created a lack of trust and conflict between many American communities and 
their law enforcement agencies (Russell, 2015).  Melvin Russell (2015) states that “law 
enforcement is in a crisis.”  We need to change the current practices of law enforcement, 
and exemplary leaders need to address these issues and win back that trust from our 
communities.  Exemplary leaders need to support and guide law enforcement agencies in 
changing their policing styles, as well as changing their mindset (Russell 2015, Keesee, 
2014).  Leaders must think outside of the box and change the mindset of their leadership 
style in order to create police reform.  Additionally, police chiefs now more than ever 
14 
need to work with their law enforcement agencies to win back their communities as well 
as the communities’ trust.   
Exemplary police chiefs must be able to balance predictability and constancy in a 
time of change.  In order to evolve and be effective in a world of change, police chiefs 
need to be the drivers of organizational change (Batts, Smoot and Scrivner, 2012).  Due 
to the public’s mistrust and discontent with law enforcement agencies, there needs to be a 
shift in the mindset of police chiefs.  There is an “us against you” mentality felt by many 
American communities that has been directed towards law enforcement agencies.  Law 
enforcement agencies are facing increased scrutiny and are under harsh criticism (Bowes, 
2015).  Nationally, communities are dissatisfied with the way law enforcement has been 
using excessive force due to their biases.  They need to enforce the law and protect the 
community in a fair manner that is impartial (Bowes, 2015).  Law enforcement these days 
is over-armed and has a military mentality (Engelhardt, 2015).  Police chiefs need to 
create meaning for their followers and a clear purpose.  As stated by Mautz (2015), 
“When meaning in our work is absent, we tend to disengage at some level” (p. 8).  
Exemplary leaders that are able to create the “why” create purpose and work that matters 
to their followers.  
National dissatisfaction with law enforcement has impacted the officers, and has 
created a stigma surrounding them and the job they do.  Law enforcement officers have to 
make snap decisions that can sometimes result in death.  These snap decisions have 
added additional stress for law enforcement officers as well as causing community 
outrage ("Fayetteville Tribune," 2015).  Law enforcement officers are leaving their jobs 
due to stress, and in too many cases are turning to drugs and alcohol to numb the pain and 
15 
relieve stress ("Fayetteville Tribune," 2015).  The added pressure of community mistrust 
has caused law enforcement officers to feel a disconnect between themselves and the 
community they serve (Chae & Boyle, 2013).  In fact, the only way they can deal with 
the negative subculture is to create meaning in the organization.  Police chiefs need to 
provide support and guidance to help rebuild the relationship between law enforcement 
personnel and the community they protect and serve.  These leaders need to provide an 
environment where their followers feel supported and guided in the right direction to 
rebuild community trust and respect.  Police chiefs need to create personal and 
organizational meaning for themselves and their follower through character, vision, 
relationships, wisdom, and inspiration.   
All organizations require effective and competent leadership to be successful.  
With community dissatisfaction due to excessive force by law enforcement personnel, 
police chiefs need to support and change the police subculture that has created a 
disconnect of law enforcement with the public (Malmin, 2012).  Police chiefs need to 
create a shift in mindset for themselves and their followers in order to find personal and 
organizational meaning (Sinek, 2009).  According to Mursell (1920), “while the concept 
of meaning is thus of central moment, we find comparatively little attention has been 
explicitly devoted to discussing and accurately defining it” (Mursell, J., l920, p. 256).  
People are often searching for meaning in their personal life and in their organization.  
There is a need for people to find life’s meaning in everything they do.  According to 
Lantz, Frankl emphasizes the value of meaning, and says that meaning is the primary 
motivator of human behavior (Lantz, 1998).  It is vital that thorough research and an 
analysis of the behaviors used by exemplary police chiefs through character, vision, 
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relationships, wisdom, and inspiration be undertaken.  A thorough analysis and review is 
needed to strengthen the role of exemplary police chiefs in creating personal and 
organizational meaning for themselves and their followers. 
Peter Northouse (2009) shares that people have been searching for the true 
meaning of leadership.  “Scholars who study leadership have (struggled with the 
question) for many decades” (Northouse, 2009, p. 1).  There is urgency and a necessity to 
have meaning in one’s personal life and in their organization.  People that have meaning 
are able to find the purpose in what they do and why they do it.  They have a clear sense 
of why and the purpose behind it (Sinek, 2009).  If law enforcement officers are to avoid 
burnout and stress leading to unhealthy lives and a subculture that is detrimental to their 
performance, it is important to create a greater understanding of how meaning leads to 
high performance and satisfaction.  It is the police chief’s role to establish a culture of 
meaning for themselves and their followers.  
Purpose Statement  
The purpose of this mixed-method case study was to identify and describe the 
behaviors that exemplary police chiefs use to create personal and organizational meaning 
for themselves and their followers through character, vision, relationships, wisdom, and 
inspiration. 
 In addition, it was the purpose of this study to determine the degree of 
importance to which followers perceive the behaviors related to character, vision, 
relationships, wisdom, and inspiration help to create personal and organizational 
meaning.  
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Research Questions  
1) What are the behaviors that exemplary Police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, vision, 
relationships, wisdom, and inspiration? 
2) To what degree do followers perceive the behaviors related to character, vision, 
relationships, wisdom, and inspiration help to create personal and organizational 
meaning?  
Significance of the Problem 
Law enforcement agencies are facing challenging times as demands for change on 
policing styles have increased due to a lack of trust and dissatisfaction by many American 
communities.  Law enforcement is in a time of crisis and there is a dire need for change 
(Russell, 2015).  Law enforcement agencies are feeling the pressure from community 
members regarding the issues of prejudice and the enforcement of unfair policies 
("Community-police relations," 2015).  Police subculture is a behavior that is known and 
followed by law enforcement individuals.  It is a set of values and beliefs that are 
implemented by law enforcement personnel and are displayed when interacting with 
fellow law enforcement officers.  This police subculture encourages law enforcement 
personnel to go about their day holding back their emotions and keeping issues or 
problems to themselves.  These kinds of values and belief systems can negatively affect 
the interaction that law enforcement personnel have with the public they protect and 
serve.  Police chiefs need to support and provide their followers with an environment and 
culture where they feel respected and find personal and organizational meaning.  There is 
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a true urgency for police chiefs to create meaning in their organization for themselves and 
their followers. 
This study will examine the behaviors that exemplary police chiefs use to create 
meaning.  The study will help fill the gap in the literature by providing further 
information and research on how police chiefs create personal and organizational 
meaning.  The strategies used to create personal and organizational meaning will be 
examined to include the effectiveness that exemplary police chiefs have on creating 
meaning for themselves and their followers.  This study will guide police chiefs to 
understand the importance and value in creating meaning for themselves and their 
followers.  According to Ulrich &Ulrich (2010) “When our organizations enact our 
highest values and embody our best aspirations, they inspire our best efforts” (Ulrich & 
Ulrich, 2010, p. 10).   
There is an urgency to understand and apply exemplary leadership in 
organizations as well as in one’s personal life.  The importance of this study is to gain 
insight on what behaviors exemplary police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, vision, 
relationships, wisdom, and inspiration.  The research will also concentrate on identifying 
and describing the behaviors exemplary police chiefs use, and to what extent their 
followers perceive these strategies help to create personal and organizational meaning. 
Definitions 
These definitions are terms that are significant to the study.  The theoretical 
definitions provide meaning regarding the theories of each specific term.  There are 
operational definitions as well. 
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Theoretical Definitions   
Exemplary.  Someone set apart from peers in a supreme manner, suitable 
behavior, principles, or intentions that can be copied (Goodwin, Piazza & Rozin).  
Followership.  Followership is the role held by certain individuals in an 
organization, team, or group.  Specifically, it is the capacity of an individual to actively 
follow a leader.  Followership is the reciprocal social process of leadership.  Specifically, 
followers play an active role in organization, group, and team successes and failures 
(Baker, S.D. (2007); Riggio, R.E., Chaleff I., & Blumen-Lipman, J. (2008).   
Meaning.  Meaning is a sense of purpose as a fundamental need which leads to 
significance and value for self and others (Bennis, 1999; Csikszentmihalyi, 1990; Frankl, 
1984; Kouzes & Posner, 2006, 2007 & 2016; Mautz, 2015; Pearson, 2015; Socrates, 
469BC; Tredennick, 2004; Varney, 2009; Yeoman, 2014). 
Character.  Is a moral compass by which a person lives their life (Bass & Bass, 
2008; Bass & Steidlmeier, 1999; Moore, 2008; Sankar, 2003; Quick & Wright, 2011). 
Vision.  Is a bridge from the present to the future created by a collaborative 
mindset, adding meaning to the organization, sustaining higher levels of motivation, and 
withstanding challenges (Kouzes & Posner, 2008; Kouzes & Posner, 2012; Landsberg, 
2003; Mendez-Morse, 1993; Nanus, 1992). 
Relationships.  Are the bonds that are established between people through 
encouragement, compassion, and open communication that lead to feelings of respect, 
trust and acceptance (Bermack, 2014; Frankl, 2006; George, 2003; George & Sims, 2007; 
Henderson, 2011; Kouzes & Posner, 2006, 2012 & 2016; Liborius, 2014; Mautz, 
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2015; McKee, Boyatzis & Johnston, 2008; Reina & Reina, 2006; Seligman, 2010; Smith, 
2011; Ulrich & Ulrich, 2010).  
Wisdom.  Is the ability to utilize cognitive, affective, and reflective intelligences 
to discern unpredictable and unprecedented situations and meet them with beneficial 
action (Baltes & Staudiner, 2000; Kekes, 1983; Pfeffer, 2010; Spano, 2013; Sternberg, 
1998).  
Inspiration.  Is a source of contagious motivation that resonates from the heart, 
transcending the ordinary, and driving leaders and their followers forward with 
confidence (Kouzes & Posner, 2007; Smith, 2015; Thrash & Elliot, 2003).  
Operational Definitions 
Exemplary.  For purposes of this research, exemplary leaders are defined as those 
leaders who are set apart from peers by exhibiting at least five of the following 
characteristics: 
1. Evidence of successful relationships with followers 
2. Evidence of leading a successful organization 
3. A minimum of five years of experience in the profession 
4. Articles, papers, or materials written, published, or presented at conferences or 
association meetings 
5. Recognition by their peers 
6. Membership in professional associations in their field 
Followership.  For purpose of this study, a follower is defined as a member of the 
leadership team who has responsibilities for managing different aspects of the 
organization.  This group of followers could include: Chief Information Officer, Assistant 
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Superintendents, Director, Coordinators, Chief Financial Officer, Director of Personnel 
Services, Administrators, Sales Manager, Account Manager, and Principal.  
Meaning.  Meaning is the result of leaders and followers coming together for the 
purpose of gathering information from experience and integrating it into a process that 
creates significance, value, and identity for themselves and the organization. 
Character.  Is alignment of a value system which promotes ethical thoughts and 
actions based on principles of concern for others through optimism and integrity while 
being reliable, transparent and authentic. 
Vision.  Vision is foresight demonstrated by a compelling outlook of the future 
shared by leaders and followers who are engaged to create the future state. 
Relationships.  Are authentic connections between leaders and followers 
involved in a common purpose through listening, respect, trust, and acknowledgement of 
one another.  
Wisdom.  Is the reflective integration of values, experience, knowledge, and 
concern for others to accurately interpret and respond to complex, ambiguous, and often 
unclear situations. 
Inspiration.  Is the heartfelt passion and energy that leaders exude through 
possibility thinking, enthusiasm, encouragement, and hope to create relevant, meaningful 
connections that empower (Kouzes & Posner, 2007; Smith, 2015; Thrash & Elliot, 2003). 
Delimitations 
The study was delimited to three exemplary Police chiefs and 36 followers in law 
enforcement in California and Utah.  To be considered as an exemplary leader, the leader 
must display or demonstrate five of the following: 
22 
1. Evidence of successful relationships with stakeholders. 
2. Evidence of leadership behaviors promoting a positive and productive 
organizational culture.  
3. Have five or more years of experience in that profession or field. 
4. Written/published/ or presented at conferences or association meetings. 
5. Recognized by peers as a successful leader. 
6. Membership in associations of groups focused on their field.  
Organization of the Study 
This study consists of five chapters including a bibliography and appendixes.  
Chapter One introduced the theory of meaning and provided the background on meaning 
and leadership.  Chapter One also introduced the five variables of character, vision, 
relationships, wisdom, and inspiration as well as defining them.  Chapter Two presents 
the findings in the review of the literature and focuses on the trends and themes that 
emerged from the five variables as behaviors identified and described that exemplary 
leaders use to create personal and organizational meaning for themselves and their 
followers.  Chapter Three describes the methodology and research design of the study.  It 
includes the data collection procedures, an explanation of the population, sample, the 
instrumentation used, limitations, and how the data collected was analyzed.  Chapter Four 
presents, examines, and provides the findings of the study.  Chapter Five discusses the 
findings, conclusions and recommendations for future research and actions. 
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CHAPTER II: REVIEW OF THE LITERATURE 
The presence of meaning is essential to the fulfillment of one’s basic needs and 
human existence (Collins, 2011; Mautz, 2015; Seligman, 2011; Rath, 2015).  The concept 
of meaning dates back to the earliest philosophers (Frankl, 1959; Kraut, 2014;).  Author 
Viktor Frankl believes that the driving force of motivation and self-worth is the presence 
of meaning.  According to Frankl, meaning needs to be present in order to create purpose 
in one’s life (Frankl, 1959). 
There is great urgency, now more than ever, to create tangible meaning in one’s 
life.  Individuals searching for meaning are looking to find purpose, fulfillment, and 
personal value in their life (Ahdoot, 2013; Keith, 2003; Ulrich & Ulrich, 2010).  People 
are in search of personal and organizational meaning.  Personal and organizational 
meaning is an essential component of job satisfaction and personal fulfillment 
(Amortegui, 2014; Ulrich & Ulrich, 2010).  According to Drucker, leaders in 
organizations are the ones who set the tone for their followers and create organizational 
meaning (Drucker, 1998).  “Leaders set the tone for their organizations.  Leaders model 
what others follow.  Leaders at all levels can help make meaning happen” (Ulrich & 
Ulrich, 2010, p. 248).  
Law enforcement agencies are experiencing many challenges regarding 
community mistrust due to policing styles and prejudice.  With the police subculture 
encouraging law enforcement personnel to hold in their emotions and keep their issues to 
themselves, the support and guidance of police chiefs are needed now more than ever.  
Police chiefs need to create an environment and a culture where personal and 
organizational meaning is present.  Law enforcement agencies need police chiefs to 
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create an environment for their followers that is purpose driven in order to create 
meaning and fulfillment.  As stated by Mautz in his book Make It Matter, “Operating 
with a sense of purpose shapes our work life (and life in general) and gives it 
intentionality, providing great clarity of direction” (Mautz, 2015, p.38).  
The review of the literature provides the historical background and the theoretical 
context for creating meaning and for the five variables (character, vision, relationship, 
wisdom, and inspiration) identified as behaviors that exemplary police chiefs use to 
create personal and organizational meaning for themselves and their followers.  The 
review of the literature is organized into three parts.  Part I provides the background of 
meaning, creating meaning, leadership and followership.  Part II introduces the five 
variables for creating meaning (character, vision, relationship, wisdom, and inspiration) 
and an overview of each variable is provided.  The literature focuses on the five variables 
that exemplary police chiefs use to create personal and organizational meaning for 
themselves and their followers and the behaviors that support these variables.  Part III 
includes an overview of law enforcement and the current dissatisfaction with law 
enforcement agencies due to excess force by law enforcement.  
Meaning 
“Without continual growth and progress, such words as improvement, achievement, and 
success have no meaning.” 
 --Benjamin Franklin 
Man’s search for meaning dates back to the work of Aristotle and Socrates and 
continues with the work of Victor Frankl and Abraham Maslow.  The search continues to 
this day as twenty-first century authors analyze how meaning applies to one’s life, 
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specifically through the seminal work of James Kouzes, Barry Posner, Martin Seligman 
and Scott Mautz.  Because meaning is the driving force of motivation and what people 
are often searching for, in the absence of meaning there is no value or self-worth (Frankl, 
1959).  Leaders can help to create purpose and self-worth in their own organizations for 
themselves and their followers, which will in turn create personal meaning.  Additionally, 
Cashman (2008) supports Frankl’s believe that if individuals are secure in their life’s 
purpose they will inevitably obtain meaning in their personal life and in their 
organizational work.  
According to Abraham Maslow people need to reach their full potential, which 
they obtain when they reach the state of self-actualization (McLeod, 2014).  Self-
actualization can only occur when individuals have met all their needs in what Maslow 
has called the hierarchy of needs.  Maslow believed that people have the desire and 
motivation to fulfill their personal needs, fulfilling one need at a time (McLeod, 2014).  
According to Maslow, the fulfillment of one’s needs is not driven by reward but 
motivated by one’s internal drive (McLeod, 2014). 
The weight of evidence now available seems to me to indicate that the only sound 
and fundamental basis on which any classification of motivational life may be 
constructed is that of the fundamental goals or needs, rather than on any listing of 
drives in the ordinary sense of instigation (the "pulls" rather than the "pushes") 
Maslow, 1954, p. 26. 
Therefore, with the presence of meaning in one’s life there is a sense of purpose 
and motivation.  When people find meaning and significance in what they do, they are 
able to achieve their full potential (Mautz, 2015; Ulrich & Ulrich, 2010).  Individuals that 
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have a personal stake in what they do are more effective in their performance and 
contribute more to their organization.  “Executives stated that employees at their peak of 
performance, driven by a meaning-rich work environment, were five times more 
productive than they usually were” (Mautz 2015, p. 12-13).  
Creating Meaning 
Creating meaning in an organization and in one’s personal life promotes 
motivation and purpose.  Leaders who are able to create meaning are able to create 
fulfillment, purpose, and personal growth for themselves and their followers (Crowley, 
2011; Mautz, 2015; Ulrich & Ulrich, 2010).  When creating meaning there needs to be 
relevance and significance behind the meaning.  If relevance and significance are 
apparent individuals feel that what they are doing matters (Mautz, 2015; Ulrich & Ulrich, 
2010).  There is a sense of meaning behind what they do and why they do it.  According 
to Ulrich and Ulrich, leaders are able to support employees to find organizational 
meaning if they follow the seven drivers that create meaning and value.  The seven 
drivers are listed below: 
 “Evolving their identity by using their personal values and strengths at work; 
 Staying grounded in a purpose and a direction that connects personal drives to 
a common good; 
 Enjoying satisfying relationships where they feel respected and attached; 
 Creating positive work environments that sustain their productivity;  
 Tackling challenges that invite growth and innovation; 
 Finding value even in setbacks as they learn and bounce back; 
 Appreciating daily delights of civility, creativity, humor, playfulness, and 
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pleasure” (Ulrich & Ulrich, 2010, p. 248-249).   
Meaning is made by individuals and not intrinsic measures.  Leaders can guide 
and support their followers in the “meaning-making process” (Ulrich & Ulrich, 2010).  
Leaders model the behavior that their followers follow.  Through the seven drivers that 
Ulrich & Ulrich mention, leaders have the ability to create meaning and inherent value 
for themselves and their followers.   
Exemplary leaders are aware of the importance of building personal relationships 
and making connections within their organizations to create meaning for themselves and 
their followers (Heifetz & Linsky, 2002; Ulrich & Ulrich, 2010).  Leaders that build 
relationships within their organization help to create purpose and meaning and are 
making an investment that will benefit their followers, their organization, and themselves 
in the long run (Mautz, 2015; Seligman, 2011; Ulrich & Ulrich, 2010).  They will in turn 
create a sense of personal fulfillment and meaning that will impact not only themselves 
but their organization as well (Holtaway, 2012; Raz, 2015).  According to Mautz, in order 
for leaders to create retention in the workplace and produce higher profits, leaders need to 
lead by example as well as create significance in the workplace (Mautz, 2015).  That is 
the motivation in the search for the “why” in everything they do: in order to find 
meaning, value, and a sense of allegiance within their organization (Wheatley, 1994).   
We instinctively reach out to leaders who work with us on creating meaning.  
Those who give voice and form to our search for meaning, and who help us make 
our work purposeful, are leaders we cherish, and to whom we return gifts for gift 
(Wheatley, 1994, p.135). 
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Leadership & Followership 
Leadership is finding a common purpose and creating the “why” for the purpose 
while inspiring others to move forward in creating a change to achieve a common goal 
(Bass & Bass, 2008, Northouse 2009; Sinek, 2009 Ulrich & Ulrich, 2010).  As stated by 
Anderson & Anderson, leaders that have a level of consciousness and awareness are able 
to bring transformational change by influencing the desired change and targeted outcome 
(Anderson & Anderson, 2010).  Through their leadership approach of self-awareness and 
communication, they execute leadership strategies that deliver breakthrough results for 
their organization.  These leaders are conscious of their behaviors and the impact they 
have on themselves, their followers, and their organization, and they understand that 
transformational leadership is a process (Anderson & Anderson, 2010; Denning, 2011).  
“Conscious change leaders are just that because they choose to be, and they make a 
significant personal commitment to how they operate as human beings and leaders” 
(Anderson & Anderson, 2010 p.92)).   
Exemplary leaders are able to create meaning for themselves and their followers 
by creating significance in what they do (Mautz, 2015; Ulrich & Ulrich, 2010).  These 
leaders are aware of their actions and understand the significance of creating meaning, as 
well as using their emotional intelligence and being self-aware when dealing with others 
(Bradberry & Greaves, 2009; Denning, 2011; Ulrich & Ulrich, 2010).  Leaders that are 
self-aware are able to understand their own emotions as well as understand and validate 
the emotions of their followers (Bradberry & Greaves, 2009).  This self-awareness and 
the ability to understand one’s emotions is a crucial part of leadership and creating 
personal and organizational meaning.   
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 According to Ulrich & Ulrich, “Great leaders recognize the vital importance of 
abundance and meaning to everyone in their organization, including themselves” (Ulrich 
& Ulrich, 2010, p.7).  Leaders that are aware of their role, and are able to engage others 
and create meaning for themselves and their followers, are able to increase work 
engagement in their organization (Ghadi, Fernando, & Caputi, 2013).  Leaders that have 
self-awareness are able to support and guide their followers in finding significance in 
their work by creating meaning and purpose (Tracy, 2014).  Moreover, self-knowledge 
and self-reflection creates personal development as well as personal learning (Pfeffer, 
2010).  Self-awareness helps leaders be present and enables them to have a better 
understanding of how their actions affect others (Ulrich & Ulrich, 2010).   
Leaders that know their own purpose and what motivates them can in turn create 
that motivation and purpose for their followers (Raz, 2015; Shuck & Rose, 2013).  
Leaders are the ones that make choices, they set the tone for how their organization 
functions, and they model the behavior that is to be followed (Ulrich &Ulrich, 2010).  In 
order for leaders to create meaning for others they need to conduct a “personal meaning 
audit” for themselves.  The following are questions from the “personal meaning audit”:  
1. ‘How do I feel about my work? 
2. What aspects of my job are the most meaningful to me? 
3. What am I trying to accomplish that feels connected to a greater good I value? 
4. Which of the seven drivers of meaning matters most to me? 
5. Which of the seven drivers of meaning could I invest in to make a difference 
in how I experience my job? 
6. What could I do in the next 30 to 90 days to help myself and my employees 
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find more meaning in our work?” (Ulrich & Ulrich, 2010, p. 254.)   
Through the “personal meaning audit” leaders are able to set the tone and 
direction for themselves and their followers in order to create a sense of meaning and 
purpose (Ulrich & Ulrich, 2010).  Exemplary leaders understand the importance of buy in 
and purpose for themselves and their followers.  Leaders cannot lead alone.  They are 
dependent on others to achieve their desired goal.  They build the capacity of their 
employees by leading with heart in order to accomplish extraordinary things while 
creating meaning for themselves and their followers (Kouzes & Posner, 2006).  
According to McKee, Boyatzis, & Johnston (2008), in order for followers to give 100 
percent of themselves they need to be doing something that is meaningful to them and 
that they feel matters.  The job of the leader is to ensure they create a true sense of 
purpose for their followers and to create an overall vision for their team (McKee, 
Boyatzis, & Johnston 2008). 
There is often an exchange of roles when it comes to leaders and their followers 
Kouzes & Posner, 2006; Ulrich & Ulrich, 2010).  Exemplary leaders are able to turn their 
followers into leaders because they understand that the road ahead requires a variety of 
conductors (Kouzes & Posner, 2006).  “Exemplary leaders also have the confidence to 
turn themselves into followers, trusting that many others are also eager and competent to 
make a difference in the world” (Kouzes & Posner, 2009, p. 91).  These leaders are able 
to step back and trust that their followers will contribute to their organization in a 
meaningful way.  Exemplary leaders not only build the capacity of their followers but 
create an organizational structure that creates the “why” for everyone in their 
organization (Ulrich & Ulrich, 2010; Kouzes & Posner, 2006; Wiseman, & Foster, 2013). 
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Furthermore, leaders are the individuals that create the structure of their organization, and 
they have the ability to guide their followers in finding a connection between their 
personal values and the values of the organization (Avolio & Yammarino, 2013; 
Holtaway, 2012; Tracy, 2014).  
Transformational Leader 
Leaders of transformational change know that it takes time to achieve this kind of 
change.  According to Anderson and Anderson, the more we are knowledgeable of 
human dynamics, the better we are at making this change a positive one.  There needs to 
be a positive perspective without the negative stigma attached to the change process.  
There needs to be a connection to the change with open communication and transparency 
(Anderson & Anderson, 2010).  Communication and transparency creates a clear purpose 
and vision that leaders can effectively share with their followers.   
There are five practices that exemplary leaders follow.  The first practice that 
exemplary leaders follow is that they model the way for others and they lead by example 
(Kouzes & Posner, 2016; Kouzes & Posner, 2007).  They understand that if they want 
people to believe in their change, the leaders must model the behavior that they want to 
see in others.  These leaders must find their own voice and make sure that their values are 
clear so others know that their leader really believes in this transformation (Kouzes & 
Posner 2007).  The second practice they follow is that they inspire a shared vision.  These 
leaders are confident that they are able to achieve their dreams and have the ability to 
inspire others to share their vision (Kouzes & Posner, 2007; Kouzes & Posner, 2016).  
They share their dreams of the future and what it looks like.  They possess a quality that 
enables them to picture the future and the end result.  They have a clear vision and enlist 
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others in their vision because they are able to communicate it in a way that inspires 
people.  These exemplary leaders truly believe in transformation (Kouzes & Posner 
2007).   
According to Kouzes & Posner (2016), these practices focus on a leader’s 
behavior and not on a leader’s personality.  The last three practices that exemplary 
leaders follow are to challenge the process, enable others to act, and “encourage the 
heart”.  When leaders challenge the process they tend to venture out and step into the 
unknown.  They want to improve an organization or system and they are willing to step 
out of their comfort zone.  They enable others to do the same by being confident and 
calm during the transformation.  These leaders believe in teamwork and they foster 
collaboration during the journey.  “Leaders make it possible for others to do good work.  
They know that those who are expected to produce the results must feel a sense of 
personal power and ownership” (Kouzes & Posner, 2007, p. 21).  The exemplary practice 
of encouraging the heart is when these transformational leaders are able to encourage 
others to continue in the process and not to give up.  These leaders continue to build 
morale and behave in a caring manner that is transparent to others.  They recognize the 
hard work and dedication of their team members and they make sure to let them know.  
Showing appreciation of people is an essential factor when it comes to transformational 
leaders.  They celebrate the success of their staff and acknowledge their hard work 
(Kouzes & Posner 2007).   
Transformational leaders inspire others around them by tapping into their 
capabilities and guiding their followers to become strong leaders (Wiseman, Allen, & 
Foster, 2013).  Exemplary leaders give and share their knowledge to the people around 
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them in order to create effective and productive followers (Anderson & Anderson, 2010; 
Wiseman, Allen, & Foster, 2013).  Transformational leaders use their own intelligence to 
make those around them smarter and more capable.  Additionally, leaders understand that 
by doing this they know that they can get better results and more performance from their 
team.  This kind of leader doesn’t want to be the smartest person in the room or have all 
the answers.  Exemplary leaders are not control freaks and they don’t kill the ideas of 
others (Wiseman, Allen, & Foster, 2013). 
 Variables in Leadership  
Theories of leadership and the behaviors of leaders have been studied for 
centuries, and continue to be studied and explored to this day (Bass & Bass, 2008). 
Although leadership behaviors differ between cultures and centuries, there are still many 
commonalities.  However, no one study has focused on the leadership elements of 
character, vision, relationships, wisdom, and inspiration simultaneously.  This study will 
focus on identifying and describing the behaviors that exemplary leaders use to create 
personal and organizational meaning for themselves and their followers through the 
variables of character, vision, relationships, wisdom, and inspiration.  
Character 
You express the truth of your character with the choice of your actions. 
 ~Steve Maraboli 
Character is defined by peer researchers as a system of values that promotes 
ethical thoughts and actions.  Exemplary leaders that have character are individuals that 
stand by their word and do so with integrity and optimism (Northouse, 2009).  Leaders 
that exhibit character are leaders that are transparent in their actions and have a growth 
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mindset.  These leaders are not afraid to admit when they are wrong and they learn from 
their mistakes (Bass & Bass, 2008; Bass & Steidlmeier, 1999; T. Moore, 2008; 
Northouse, 2009; Quick & Wright, 2011; Sankar, 2003).  Exemplary leaders effectively 
communicate to their staff the mistakes they have made and model a growth mindset by 
learning from what they did wrong and correcting their actions.  Moreover, they don’t 
dwell on their mistakes but rather look at them as learning opportunities and see them as 
what not to do next time.  
Character is the essence of leadership.  Leaders with character are self-aware and 
have strong interpersonal skills (Zenger & Folkman, 2009).  These leaders are able to 
create buy-in and a shared vision due to the fact that they are able to communicate 
effectively and are well received by their followers (Northouse, 2009).  Moreover, 
Northouse explains that the character of a leader is their core values.  “Character forms 
the centerpiece of a person’s values and is fundamental to ethical leadership” (Northouse, 
2009, p.161).  These leaders lead by example and are willing to walk the walk.  
According to Northouse (2009), these exemplary leaders model behaviors that promote 
ethical thoughts and actions based on the principles of concern for others through 
optimism and integrity, while being reliable, transparent, and authentic.  These leaders 
say what they mean and mean what they say.  When exemplary leaders speak they speak 
the truth and their followers know that there is no hidden agenda.  These exemplary 
leaders reward all employees for their accomplishments and treat subordinates equally.  
These leaders are just and fair when asking their followers to complete specific tasks and 
take into consideration the limits of their followers.  
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Moral compass.  Leaders with character demonstrate behavior that is ethical, and 
they exhibit a strong moral compass (Cisek, 2009; Covey, 1991; Moore, 2008; Ricoeur, 
1992).  These leaders act in an ethical manner while achieving their goals.  These 
exemplary leaders play by the rules and they don’t blame or take advantage of others.  
Exemplary leaders are open-minded and adhere to a balanced standard.  Research shows 
that exemplary leaders are able to look at the bigger picture when making decisions and 
when viewing the impact of their decisions.  Exemplary leaders set rules that they follow, 
and they are driven by their moral and core values (Cisek, 2009; Northouse, 2010; 
Patterson, 2008).  Furthermore, in Patterson’s book Influencer (2008), he mentions that 
leaders need to set rules based on moral standards.  These moral standards support 
leaders to lead using their moral values as a guide or framework.   
 Leaders act in a variety of ways depending on the situation; however, their 
actions always have ethical implications (Northouse, 2009).  Moreover, leaders that lead 
with a moral compass have the ability to lead with compassion and treat their 
subordinates in a fair and equal manner.  Their leadership behavior creates a more 
effective and productive environment for their followers (Cisek, 2009; T. Moore, 2008; 
Robinson, 2009; Spano, 2013).  Therefore, exemplary leaders that lead with a moral 
compass are able make decisions for the right reasons and for the greater good.  Their 
behavior reflects their moral vision and “help individuals see their choices as moral 
quests or as personally defining moments” (Patterson, Grenny, Maxfield, McMillan, & 
Switzler, 2008, p. 96). 
Integrity, honesty, and trust.  One’s character is often reflected in his actions 
when he displays integrity, honesty and trustfulness (Stone, Russell, & Patterson, 2004).  
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A leader who demonstrates these characteristics is able to build long term benefits for his 
organization while creating personal relationships (Baird, 2010; Covey, 1991; Kouzes & 
Posner, 2006).  Leaders are able to build trusting relationships by displaying honesty and 
integrity in their actions and in their interactions with their followers.  Leaders show that 
they care about their followers and take the time to ask how their followers are doing, 
truly getting to know them on a personal level.  Exemplary leaders’ interactions with 
followers are genuine; they truly listen to what is being said.  Furthermore, these 
exemplary leaders make eye contact when interacting, genuinely focusing on the 
individual with whom they are interacting.  The ability to lead requires building trust that 
is a precondition for accomplishing a task or goal (Kouzes & Posner, 2006.  Trust is a 
work in progress that cannot be overlooked by a leader. “We have to constantly work at 
building it, nurturing it, and sustaining it” (Kouzes & Posner, 2006, p. 49).   
Integrity and honesty are crucial behaviors that are the building blocks of trust.  In 
the absence of integrity and honesty an individual is not able to sustain the founding of 
trust (Covey, 1991).  Moreover, leaders that instill the values of integrity and honesty in 
their leadership are able to accomplish extraordinary things (Covey, 1991; Kouzes & 
Posner, 2007; Kouzes & Posner, 2006; Northouse, 2009).  Leaders that are effective in 
leading others possess the quality of integrity.  “Leaders with integrity inspire confidence 
in others because they can be trusted to do what they say they are going to do” 
(Northouse, 2009, p. 24).  The behaviors of integrity and honesty enable leaders to be 
effective in leading their followers (Northouse, 2009).  
According to Kouzes & Posner, one is unable to lead others in the absence of 
trust.  We are not only influenced by people we trust; we like the people we trust.  
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Leaders that create trust among their followers are able to create effective and successful 
teams (Kouzes & Posner, 2007; Harvey & Drolet, 2006).  When an exemplary leader 
creates a climate of trust in his organization, he creates followers that are empowered 
individuals who become top performers in their organization Kouzes & Posner, 2007).  
Individuals who were part of a high-trust team experienced the following: 
1. Were more open about feelings; 
2. Experienced greater clarity about the group’s basic problems and goals; 
3. Searched more for alternative courses of action; 
4. Reported greater levels of mutual influence on outcomes, satisfaction with the 
meeting, motivation to implement decisions, and closeness as a management 
team as a result of the meeting (Kouzes & Posner, 2007, p. 226). 
Exemplary leaders that create a climate of trust and build high-trusting teams are 
the first to trust.  These exemplary leaders build the capacity of their followers and know 
how to let go of control.  They model the behavior to their followers by showing 
vulnerability and trusting their followers with professional and personal information 
(Kouzes & Posner, 2007).  “Leaders go first, as the word leader implies” and by doing so 
they are able to create high-trusting successful teams (Kouzes & Posner, 2007, p. 227).  
Optimism.  According to Seligman (2004) optimism is present when one sees 
hope and is able to visualize future goals and outcomes in a positive and confident 
manner.  Leaders that are optimistic are able to see the positive and focus on finding 
solutions instead of focusing on setbacks.  These leaders celebrate small wins and the 
accomplishments that have been achieved so far.  During meetings they celebrate with 
their subordinates, focusing on what’s good and the successes that have been 
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accomplished to date.  These exemplary leaders share their excitement when celebrating 
the team’s small wins, and they share with their team everything else that can be achieved 
moving forward.  Leaders take the time to have their followers share something good 
with the group, and this enables the team to focus on their successes instead of what they 
have not yet achieved.  These important characteristics enable leaders to have a positive 
outlook, be resilient, and have the self-confidence to achieve the end result (Seligman, 
2011).  Optimism contributes to one’s overall well being and is a quality that exemplary 
leaders demonstrate.  Moreover, Achor states that “seventy-five percent of job success is 
predicated by your optimism level, your social support, and your ability to see stress as a 
challenge and not a threat” (Achor, 2011).  Therefore, it is crucial that individuals focus 
on the positive things in order to move forward in achieving future goals without being 
discouraged by possible setbacks.   
Reliable and resilient.  Exemplary leaders have the skill and competency to 
complete tasks effectively, and they can be relied upon to get things done (Northouse, 
2009).  Reliable leaders teach others to be resilient by modeling the desired behavior and 
outcome.  (Moua, 2010; Ulrich & Ulrich, 2010).  These exemplary leaders don’t let 
defeat hold them back, and they don’t reprimand their followers for their mistakes but 
rather support and guide them to learn from those mistakes.  These leaders use humor 
with their followers to create a sense of comfort and to put them at ease.  Exemplary 
leaders empower their followers and create a safe environment where failure is not a 
setback but a new outlook on how to do things differently.  Concerning resiliency, “you 
can create a strong sense of efficacy by purposefully teaching resiliency” (Moua, 2010, p. 
93).  Effective leaders learn from their mistakes and are not discouraged from moving 
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forward.  These leaders move forward and see a mistake as a learning experience, and 
they teach their followers to be equally resilient (Kouzes & Posner, 2006; Patterson, 
Grenny, Maxfield, McMillan, & Switzler, 2008; Ulrich & Ulrich, 2010). 
Transparent and authentic.  Exemplary leaders that make an impact on their 
followers are the ones that lead from the heart.  They are clear about who they are and are 
authentic in their actions (Kouzes & Posner, 2006; Kouzes & Posner, 2007; & Northouse, 
2009).  “Authentic leadership does not come from the outside in.  It comes from the 
inside out” (Kouzes & Posner, 2006, p. 92).  Leaders that are authentic according to 
Mautz (2015) are truthful to themselves and are able to show their truth to others.  By 
sharing their true self, they are able to connect with others in a meaningful way and in a 
genuine fashion.  “Authentic behavior is and of itself is critical not only for maximizing 
meaning, but also for engaging and energizing people” (Mautz 2015, p. 161).  Moreover, 
leaders that are authentic are also transparent.  Transparent and authentic leaders build 
trusting relationships with their followers and are honest and have integrity.  
  Leaders with character have integrity and make decisions for the right reasons.  
Exemplary leaders that possess character lead with courage and stand for what they 
believe in. (Mautz, 2015; Kouzes & Posner, 2007 & Northouse, 2009).  They support 
their followers by encouraging them not to be afraid to speak and share their ideas even 
though it may go against the views of the majority.  They stand behind them and let them 
know they have their back.  These leaders praise their followers for sticking to what they 
stand for and not taking the easy way out (Howard & Korver, 2008).  They reward their 
efforts and use them as role models of individuals pursuing excellence and courageous 
acts.  Additionally, their actions and values are influenced by their character (Northouse, 
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2009).  Good leaders possess the ability to be transparent and authentic in their actions, 
while caring about their followers and the feelings of others (Northouse, 2009).  
Therefore, these leaders are straightforward and authentic about their purpose and their 
expectations.  They communicate in a fashion that is clear and they know their limitations 
as well as what they can accomplish (Crowley, 2011; Howard & Korver, 2008).  
Moreover, when interacting with their followers they are self-aware of their behaviors 
and actions and make their purpose clear in order to achieve the desired task.  According 
to Goffee & Jones (2005), a leader’s followers know he is authentic when there is 
consistency between his words and his actions.  When meeting with their followers, 
authentic leaders share their ideas regarding a plan of action or a project they want to 
implement and are honest from start to finish.  They share the “why” behind the goal they 
want to achieve (Mautz, 2015; Sinek 2009; Howard & Korver, 2008 & Kouzes & Posner, 
2007).  These exemplary leaders explain the process and share the challenges that the 
team may encounter moving forward.  They do not sugarcoat the struggles the team may 
face to achieve the end result.  These leaders allow open discussions and dialogues 
permitting all team members to be included in the process.   
Relationships  
“When someone shows you who they are, believe them the first time” 
 ~Maya Angelou 
  “Leadership is a relationship.  It’s a relationship between those who aspire to 
lead and those who choose to follow” (Kouzes & Posner, 2006, p.48).  Building 
relationships between leaders and followers creates a sense of trust, which in turn 
provides followers with a stronger sense of commitment and dedication to their 
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organization (Kouzes & Posner, 2006; Mautz, 2015; Ulrich & Ulrich, 2010; Ulrich & 
Woodson, 2011).  Research shows that leaders that create relationships strengthen 
teamwork and enhance the team’s purpose, as well as creating high performing teams.  
Therefore, leaders have the responsibility of modeling a positive working relationship 
and the skills needed to implement positive relationships (Ulrich & Ulrich, 2010).  
Northouse (2009) states that leaders that build relationships with their followers 
create an environment where followers feel safe and are not afraid to take chances.  
Followers feel comfortable making decisions because there is a sense of trust between 
them and their leader.  Northouse (2009) states that the behavior of leadership consists of 
the following three things: 
1. Treating followers with dignity and respect; 
2. Building relationships and helping people get along;   
3. Making the work setting a pleasant place to be (p. 57). 
They take a deep interest in their employees and ensure they have created a 
positive work environment.  They implement working conditions that are high quality, 
and they emphasize and model effective social interactions.  Exemplary leaders conduct 
employee orientations and take an interest in their welfare and well being.  They create an 
environment where individuals feel part of the team and appreciated for their 
contributions to the organization (Northouse, 2009).  
Leaders need to implement behaviors that create relationships with their followers 
no matter what their personal style may be.  Making human connections with individuals 
will help to create a safe and supportive environment for leaders and their followers.  
According to Northouse (2009) leaders need to take the time to listen to their followers in 
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order to build effective and lasting relationships.  Exemplary leaders do not multitask 
when they should be focused on the conversation and the interaction they are having with 
their followers.  They make eye contact and listen actively to what is being said.  They 
use their emotional intelligence and are able to read the body language of the individual 
they are interacting with.  “People appreciate being heard, and that requires sincere and 
active listening” (White, Harvey, & Kemper, 2007, p. 124).  Leaders who speak more 
than they listen will have a negative effect on their desired goal.  
Relationships are about listening to what others are saying and taking the time to 
truly hear what is being said.  Leaders that create relationships with their followers take 
the time to get to know their interests, their goals, and their likes and dislikes (Mautz, 
2015; Kouzes & Posner, 2016; Anderson, 2012; Wheatley, M. J., (1994).  They create an 
environment where collaboration is celebrated and open dialogue is ongoing.  They give 
all team members the opportunity to share their views and opinions by creating norms 
that everyone follows (Anderson, 2012; & Harvey & Drolet, 2006).  These norms are a 
team effort and are created by the team in order to create ownership for everyone 
involved.  During meetings team members have the opportunity to discuss issues from 
multiple perspectives and are encouraged to share their viewpoint in order for others to 
see the bigger picture (Kouzes & Posner, 2016; Harvey, & Drolet, 2006).  At the end of 
every meeting individuals are thanked for sharing and for their contribution to the good 
of the whole.  Exemplary leaders teach their followers how to develop meaningful 
relationships with others, how to be active listeners, and how to resolve conflict in a 
productive manner (Anderson, 2012; Kouzes & Posner, 2006; Ulrich & Ulrich, 2010).  
“As leaders model, promote, ask about, teach about, encourage, and make room for 
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people to care about each other, increased productivity may actually follow.  High-
performing teams come from high relating individuals” (Ulrich & Ulrich, 2010, p.124).  
Leaders model desired behaviors that support and build the capacity of their followers.  
When interacting with their followers they use words like “help me understand” and 
“what does the data show” in order to create and inspire helpful discussions without 
controlling the conversation or the situation.  “Clear accountability coupled with support 
for learning from mistakes helps empower people to succeed” (Ulrich & Ulrich, 2010, p. 
143).  
Authentic connections.  Leaders that make connections and are authentic with 
their followers are honest, truthful, and straightforward about their goals and 
expectations.  They communicate with their followers honestly and are transparent about 
their targeted outcomes (Anderson, 2012).  Anderson mentions that the following values 
and ethics should be incorporated in any organization to be successful:  
1. Participation, involvement, and empowerment; 
2. The importance of groups and teams; 
3. Growth, development, and learning; 
4. Valuing the whole person; 
5. Dialogue and collaboration;   
6. Authenticity, openness, and trust (Anderson, 2012, p. 45).  
Anderson’s values and ethics enable leaders to move towards “humanistic views” 
where authentic connections can be established.  Exemplary leaders that focus on these 
values and ethics are able to create relationships with their followers that are genuine and 
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honest (Anderson, 2012).  Exemplary leaders build meaningful relationships with their 
followers when authentic connections are made both personally and professionally. 
Exemplary leaders that are able to authentically connect with their followers are 
personally involved and build a culture of excellence.  As stated by Kouzes & Posner, 
2007 “If you want others to believe in something and behave according to those beliefs, 
you have to set the example by being personally involved” (Kouzes & Posner, 2007, p. 
321).  Moreover, these leaders walk the walk and they model the behavior they want 
others to achieve.  Exemplary leaders are able to step back, reflect, and self-examine their 
actions and what they expect from others.  They are authentic in their actions and their 
words model their behavior and their expectations.  These leaders are able to sustain 
change due to the authentic relationships they have built in their organization  (Anderson, 
2012; Kouzes & Posner, 2006; Kouzes & Posner, 2007; McKee, Boyatzis, & Johnston, 
2008).   
Trust and team building.  Research shows that team building and creating trust 
are key components of effective teams and leadership.  Team building is more than a 
once a year event.  It is an ongoing process that is essential to every organization.  
According to Harvey & Drolet (2005, p. 13), team building “is not an activity itself, but 
the result of attending to the characteristics that demarcate effective teamwork”.  The 
presence of trust needs to be apparent in teams.  “Trust is not an act or set of acts but the 
result of other actions or variables” (Harvey & Drolet, 2005, p. 21).  When trust is present 
in relationships there is a feeling of connection and a sense of belonging.  As stated by 
Anderson (2012), teambuilding is an activity that focuses on improving the ability to 
maintain relationships among team members.  Moreover, team building is an important 
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component of building relationships between leaders, their followers, and the team as a 
whole.  
Trust is an essential component between leaders and followers in any 
organization.  Leaders are able to build trusting relationships for their teams by creating 
friendships and a positive working environment.  “Leaders need to learn and model the 
skills of building good relationships at work” (Ulrich & Ulrich, 2010, p. 41).  Therefore, 
the leader needs to model the behavior of trust by meaning what he says and saying what 
he means.  Leaders that build trusting relationships are able to create a clear purpose for 
all team members and are transparent in their behavior as well as in their actions.  
Exemplary leaders create trust within the team and in turn create trusting relationships 
with all members of the team (Harvey & Drolet, 2005).  Exemplary leaders create an 
environment of mutual respect and create a growth mindset where individuals learn from 
their mistakes and feel safe enough to take chances (Northhouse, 2009; Harvey & Drolet, 
2005; Kouzes & Posner, 2006; Ulrich & Ulrich, 2010).  This allows teams the capability 
to build trusting and safe relationships with their leaders and all team members. “Leading 
requires trust.  It’s a prerequisite to getting anything done” (Kouzes & Posner, 2006, P. 
49).  Hence, exemplary leaders that build trusting relationships with their followers are 
able to build their capacity.  Leaders that are able to build and sustain trust with their 
followers are able to trust them enough to set them free in making decisions for 
themselves and for the team (Kouzes & Posner, 2006).  
Meaning in relationships.  Research shows that positive relationships in 
organizations create meaning for individuals.  With the presence of authentic 
connections, trust between leaders, followers, and teams will develop, and individuals 
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will find inherent meaning and purpose in what they do.  Leaders that build meaningful 
relationships with their followers create inherent value for their followers and their 
organization (Anderson, 2012; Kouzer & Posner, 2006; Mautz, 2015; Ulrich & Ulrich, 
2010).  “When leaders focus on meaning-making activities, employees more readily 
sense that their experience at work matters to someone and that their contribution is 
valued” (Ulrich & Ulrich, 2010, p. 249).  Exemplary leaders appreciate the creativity of 
their followers and value their innovative ideas.  During team meetings these leaders 
implement creative team building activities that focus on the purpose of the meeting, and 
the end result is achieved through individuals thinking outside of the box.  Large groups 
are divided into small teams, and these teams work collaboratively in order to find the 
most effective solution to the problem presented.  Creative team building activities build 
a sense of trust and togetherness in the team.  Additionally, leaders that create meaning in 
their relationships with their followers create open communications without judgment, 
are transparent in their actions and words, create a shared vision, genuinely listen to 
concerns and suggestions without judgment, celebrate individual and team success, and 
appreciate what their followers have to offer the organization (Anderson, 2012; Denning, 
2011; Kouzes & Posner, 2006; Northouse, 2009; Ulrich & Ulrich, 2010).  Exemplary 
leaders take the time to listen to the concerns of their followers and they respect another 
person’s basic humanity.  These leaders take the time to validate the concerns of their 
followers and apologize in an authentic and genuine manner when they are in the wrong.  
Exemplary leaders listen to the mistakes of their followers and are willing to share their 
personal stories of their own mistakes to show they, too, are not perfect (Mautz, 2015 & 
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Denning, 2011).  They often celebrate their followers by sending them notes or emails of 
appreciation of a job well done.  
Exemplary leaders create a safe environment where followers feel free to share 
suggestions, knowing that their opinion matters.  There is a sense of connection between 
the leader and the team.  These leaders create a sense of belonging and harmony among 
their team members, where significance and purpose is celebrated and apparent (Kouzes 
& Posner. 2006; Mautz, 2015, Ulrich & Ulrich, 2010).  Moreover, leaders that build 
meaning in their relationships have the ability to create effective and lasting relationships 
that provide fulfillment for themselves, their followers, and their organization.   
Inspiration  
Inspiration is defined by peer researchers as a passion that leaders radiate through 
encouragement, hope, and enthusiasm, while creating meaning and empowering others.  
Inspiration, according to Webster’s Dictionary, is an influence or force that inspires 
someone to do something.  Leaders that inspire others to do extraordinary things are not 
afraid to be creative, selfless, and innovative (Green, 2013).  Leaders that inspire are not 
afraid to take chances and do things that are out of their comfort zone.  They are authentic 
and expect the same from their followers (Green, 2013). 
Kouzes & Posner (2007) state that leaders who inspire are enthusiastic and have a 
positive outlook on the future.  Leaders are able to communicate their vision effectively 
and are enthusiastic about their vision.  These leaders inspire their followers by their 
actions and excitement, and are able to create buy-in and enthusiasm for their desired 
outcomes.  “Leaders must uplift their constituents’ spirits and give them hope if they’re 
to voluntarily engage in challenging pursuits” (Kouzes & Posner, 2007, p. 34).  Leaders 
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that inspire are positive and optimistic and are able to offer their followers hope for the 
future.  Moreover, inspirational leaders inspire others by their actions.  Exemplary leaders 
behave in a manner that motivates others and they create the ‘why’ and ‘how’ that inspire 
their followers to take action (Kouzes & Posner, 2007; Smith, 2014).   
Exemplary leaders that inspire their followers create significance and relevance in 
the workplace.  These leaders have a positive attitude and encourage positive behavior as 
well as positive relationships among their followers.  Moreover, through their positive 
and enthusiastic behavior they are able to challenge their followers to do things they may 
deem to be impossible (Walumbwa, Christensen, & Muchiri, 2013).  Ultimately, “It’s not 
necessary to be a famous, charismatic person to inspire a shared vision.  It is necessary, 
however, to develop the skills to transmit that belief” (Kouzes & Posner, 2007, p. 143). 
Role of inspiration in leadership.  Leaders have the power to inspire individuals 
around them and in their organization.  Dess and Picken (2012) confer that leaders have 
the ability to inspire others by presenting a strategic vision.  The strategic vision will 
enhance the outcomes and create clear communication, which in turn inspires followers 
to implement and be part of the vision.  “It is important that people in an organization 
have something to be proud of” (Dess & Picken, 2012, p.19).  Moreover, leaders that 
inspire others have a positive outlook on things and create a sense of optimism for what 
lies ahead.  These leaders have a strong drive to improve their organization while 
building the capacity of others.  They have confidence in what they are doing and share 
their growth mindset mentality, and they empower their followers to feel equally as 
important in implementing their vision (Dess & Picken; Kaufman, 2011; Kouzes & 
Posner, 2007).   
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Effects of inspiration on followers.  “A leader must be able to communicate the 
vision in ways that encourage people to sign on for the duration and excite them about the 
cause” (Kouzes & Posner, 2007, p. 34).  When leaders have a positive outlook on the 
future they provide hope and encouragement to their followers.  Furthermore, leaders that 
behave in a positive manner create an environment for themselves and their followers 
where extraordinary performance is possible.  Moreover, leaders that inspire create high 
performing teams because they set long-term goals and work on building the capacity of 
their followers to achieve those goals.  “The bottom line: Leaders will excel when 
everyone is in an ongoing process of broadening and deepening their capabilities” 
(Crowley, 2011, p. 101).  
 Leaders who inspire believe in collaborative behaviors among team members and 
they encourage innovation and stress not to be afraid of making mistakes (Kaufman, 
2011; Kouzes & Posner, 2007; Walumbwa, Christensen, & Muchiri, 2013; Zenger and 
Folkman, 2013).  These exemplary leaders take the time and energy to develop their 
followers to be the best they can be.  They are passionate about the future and about 
change, and are not afraid to make mistakes because they are able to see the positive in 
those mistakes.  Leaders that inspire their followers encourage them and they believe in 
them.  According to Crowley, “Employees are attentive to everything a leader says and 
does and words and gestures of encouragement are long remembered-especially in 
moments when work seems most difficult” (Crowley, 2011, p. 131).  Hence, the power of 
inspiration goes a long way, has a lasting impact, and positively affects followers to do 
their best.  
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Effect of inspiration on meaning making.  “What breakthrough innovators and 
exemplary leaders understand is that all of us want a tomorrow that is better than today” 
(Kouzes & Posner, 2006, p. 113).  Leaders that create meaning for themselves and their 
followers are able to inspire by creating a shared vision and purpose.  Furthermore, these 
exemplary leaders believe in the possibilities of what they can accomplishment.  They are 
not afraid of innovating and doing and trying something new.  “A leader’s small 
meaning-promoting acts can enhance a sense of personal meaning” (Ulrich & Ulrich, 
2010, p. 254).  Inspirational leaders are able to create meaning through their positive 
attitude, and by not focusing on past disappointments but rather on what they learned 
from those disappointments and what to do differently.  These leaders inspire their 
followers to be creative and not be afraid to do things out of their comfort zone.  “When a 
meaning attractor is in place in an organization, employees can be trusted to move freely, 
drawn in many directions by their energy and creativity (Wheatley, 1992, p. 136). 
Vision 
“Vision without action is merely a dream.  Action without vision just passes the time.  
Vision with action can change the world”. 
 ~Joel A. Barker 
According to Northouse “Visions paint an ideal image of where a group or 
organization should be going” (2009, p. 88).  Peer researchers defined vision as the 
foresight demonstrated by a compelling outlook of the future shared by leaders and 
followers who are engaged to create the future state.  Research shows that exemplary 
leaders are able to communicate and create a shared vision.  When leaders and followers 
create a common vision, buy-in is present and so is sustainability (Landsberg, 2003).  
51 
Therefore, leaders that create buy-in for their followers create a vision that they believe in 
and can see being significant in the future.  Additionally, there is a real excitement about 
things to come.  Commitment can only happen if inspiration is present (Kouzes & Posner, 
2012).  Northouse states, “In developing a vision, a leader is able to visualize positive 
outcomes in the future and communicate those to others” (Northouse, 2009, p. 87).  
Leaders that are able to link their vision and values, as well as their relevance, to the self-
concept of their followers are able to create meaningful change in their organization 
(Landsberg, 2003; Northouse, 2009). 
Moreover, it is important for leaders to create a shared vision that has meaning 
and purpose for their followers.  These leaders have the ability to look ahead and envision 
outcomes they would like to achieve.  As mentioned by Kouzes and Posner, “Exemplary 
leaders are forward-looking.  They are able to envision the future, to gaze across the 
horizon and realized the greater opportunities to come (Kouzes & Posner, 2012, p. 104).  
Consequently, leaders that create a shared vision and effectively communicate their 
shared vision can create a culture of relevance and purpose for their followers.  Creating a 
vision that is shared by others allows followers to feel their role truly impacts the 
fulfillment of the vision.  Kouzes and Posner state that leaders need to create excitement 
about their vision in order to inspire others.  They need to be the energy and driving force 
behind the vision to achieve commitment and enlist their followers.  “We’re not going to 
follow someone who’s only mildly enthusiastic about something” (Kouzes & Posner, 
2007, p. 132).  Kouzes & Posner mention that two things need to occur in order to enlist 
others in a shared vision.  Leaders must do the following: 
1. Appeal to common ideals 
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2. Animate the vision (Kouzes & Posner, 2007, p. 133). 
Communicating the vision.  Effective communication and the way leaders share 
their vision is crucial to the buy-in and sustainability of the vision.  According to 
Northouse, “Although it is very important for a leader to have a vision, it is equally 
important for a leader to be able to articulate-explain and describe the vision to others” 
(Northouse, 2009, p. 90).  Leaders that effectively communicate the vision with inspiring 
language and motivation allow followers to connect and believe in the vision (Kouzes & 
Posner, 2006; Kouzes & Posner, 2009; Northouse, 2009).  Leaders cannot achieve a 
vison on their own.  They need followers willing to accept their vision and move forward 
with it.  
Furthermore, when communicating their vision leaders need to ensure they are 
using inclusive language to build a common goal and purpose.  Using inclusive language 
builds and supports connections between individuals and helps them feel they are part of 
the process (Northouse, 2009).  However, leaders also need to listen to what matters to 
their followers.  Listening to the needs and desires of their followers will support leaders 
in effectively communicating the vision, and their followers will be committed to it 
(Kouzes & Posner, 2012; Ulrich & Ulrich, 2010).  Moreover, leaders that know their 
followers and take the time to listen will implement a vision that meets the needs and 
interests of their followers.  Therefore, leaders that clearly articulate the vision and the 
significant role all team members play in that vision, the greater chance they have of 
achieving what they set out to achieve.  In the book How the Way We Talk Can Change 
the Way We Work, Kegan & Lahey (2001) write that leaders that use the seven new 
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language shifts can encourage followers to support the desired change.  The following are 
the seven language shifts that Kegan & Lahey believe contribute to supporting change: 
1. From the language of compliant to the language of commitment; 
2. From the language of blame to the language of personal responsibility; 
3. From the language of “New Year’s Resolutions’ to the language of competing 
commitments; 
4. From the language of big assumptions that hold us to the language of 
assumptions that we hold; 
5. Form the language of prizes and praising to the language of ongoing regard; 
6. From the language of rules and policies to the language of public agreement; 
7. From the language of constructive criticism to the language of deconstructive 
criticism.  
8. The language leaders use plays an essential part in achieving the desired result 
and change one seeks (Kegan & Lahey, 2001, p.8-9). 
The “why” of the vision. “A vision provides a map–a laid-out path to follow–that 
gives directions so followers know when they are on track and when they have slipped 
off course” (Northouse, 2009, p. 90).  Senge (2006) states that it is important to create a 
vision where individuals are able to go from the parts to the whole of the vision.  They 
need to understand the essences of the vision in order to believe in it.  Exemplary leaders 
are able to connect the pieces and lay out the road map of the vision to create the “why” 
behind the vision.  Furthermore, this allows their followers to make that ever–so 
important connection and take ownership of the vision (Senge, 2006; Sinek; 2009).  Great 
leaders create the “why” in what they do and have the clarity and foresight to inspire 
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others to share their vision (Sinek, 2009; Farrell, 2015).  According to Sinek, “people 
don’t buy what you do; they buy why you do it” (Sinek, 2009).  Exemplary leaders have 
the ability to share their vision and explain their “why” and the purpose behind 
everything they do.  Therefore, their followers take ownership of  the vision and 
sustainability is inevitable.  
Wisdom 
“Leadership should be born out of the understanding of the needs of those who would be 
affected by it.” 
 ~Marian Anderson 
Wisdom is a necessary attribute that theorists maintain is significant for decision 
making when those decisions impact the greater good of an organization, and as well as 
the long term effect on that organization (Bennis, 2007; Pfeffer, 2010; Spano, 2013; Yang 
& Kassekert, 2010).  The peer researchers defined wisdom as the reflective integration of 
values, experience, knowledge, and concern for others to accurately interpret and respond 
to complex, ambiguous, and often unclear situations (Baltes & Staudinger, 2000; Keks, 
1983; Pfeffer, 2010; Spano, 2013; R.J. Sternberg, 1998).  Through wisdom leaders have 
the knowledge and embodied experiences to lead their followers in a direction that is 
meaningful and purposeful (Lusgarten, 2007).  Consequently, these leaders have the 
wisdom to guide their followers in a direction that, through encouraging the heart, 
enables their followers to strive for excellence and learn from their experiences (Kouzes 
& Posner, 2011; Lustgarten, 2007).  
The Use of Knowledge and Experience.  Leadership requires knowledge in 
order to lead effectively and make decisions that impact the organization in a positive 
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manner.  Leaders that are knowledgeable have insight and experience that guide them in 
leading others effectively (Mckenna, Rooney, & Boal, 2009).  Seligman (2002), states 
that there are five traits related to wisdom and knowledge that individuals need to 
implement in order to build their personal strength.  The following need to be present 
when building one’s personal strength: curiosity, love of learning, open-mindedness, 
creativity, and perspective.  Furthermore, leaders that have knowledge through their 
experiences have the ability to learn from past failures and successes and lead their 
followers in a more strategic approach.  According to Kouzes & Posner (2016) leaders 
need practice and the ability to build on their strength.  “Being an exemplary leader 
requires a lifelong, daily commitment to learning” (Kouzes & Posner, 2016, p. 169).  
Moreover, leaders that learn from experiences and build their knowledge are able to 
support and guide their followers in building their capacity as well as creating a growth 
mindset (Denning, 2011; Gluck & Bluck, 2011; Kouzes & Posner, 2016). Leaders that 
build their understanding through their experiences, according to Ardelt (2003), do so 
through their yearning to learn the truth and build on their wisdom.  According to Kouzes 
& Posner, leaders that continue to build their knowledge do so to help others learn and 
grow, and take every opportunity possible to constantly learn.   
Moreover, exemplary leaders that use their knowledge and experiences to lead, 
build and continue to develop their leader capacity and build the capacity of their 
followers.  “Great leaders build on their strengths but also bring their weakness to at least 
neutral.  They help employees and companies to do the same” (Ulrich & Ulrich, 2010, p. 
59).  Therefore, leaders that are able to admit and identify their flaws are able to build 
their capacity in “strength-based identity” and support their followers in doing the same 
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(Ulrich & Ulrich, 2010).  Azure (2004) states that wisdom in leadership is a process that 
incorporates elements of reflective, cognitive, and emotional components.  These 
elements combine in a leader’s mind and in their character, which helps to develop their 
wisdom.  Azure (2004) incorporates reflective, cognitive and emotional components and 
measures wisdom through the framework of seven pillars.  The following are the seven 
pillars that Azure mentions as the framework for increasing wisdom: time perspective, 
reflective life experiences, making sense of ambiguity, trade off judgment, dealing with 
life pragmatics, psychological empathy, and emotional maturity.  Furthermore, these 
leaders are continuing to build their knowledge and encouraging their followers to do the 
same in a caring and reproductive fashion.  Kouzes & Posner (2011) mention that 
leadership is a collaborative effort, and exemplary leaders build the knowledge of their 
followers by making them feel strong, committed and capable of achieving their goals.  
Crowley (2011) states that when everyone on the team is expanding their capabilities and 
excelling, so are the leaders.  “It is important for leaders to obtain information about what 
their leadership role entails and learn as much as possible about their work environment.  
This information will help leaders be more knowledgeable and insightful” (Northouse, 
2009, p. 20-21). 
Shared wisdom.  “Contrary to conventional wisdom, much of what we know is 
composed of stories” (Denning, 2011, p. 181).  Through story telling leaders are able to 
share their wisdom and understanding with their followers.  Leaders are able to 
effectively communicate their wisdom and help their followers retain the information that 
was shared.  Additionally, these leaders utilize their collaboration skills to implement on-
going communication with their followers.  Through effective communication, and use of 
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their emotional intelligence, they are able to pick up on the needs of their followers and 
build a greater understanding between themselves and their followers (Bradberry & 
Greaves, 2009; Livingston, 2012).  “Promoting learning requires a spirit of inquiry and 
openness, patience, and building in a tolerance for error and a framework for 
forgiveness” (Kouzes & Posner, 2007).  Therefore, exemplary leaders share their wisdom 
in a manner that is collaborative and effective, and they do it through open 
communication and by telling a story.  
History of Law Enforcement  
The first model for American policing was established by the Metropolitan Police 
Act of 1829, which set the stage for the modern police departments we know today.  The 
early years of the American police system were fashioned upon that of the English 
system (Johnson, 1981; Palmiotto, 2011).  The early policing system consisted of night 
watchmen, sheriffs and constables.  However, with the increased violence and riots this 
type of system was not enough to protect American cities.  Therefore, Philadelphia 
established the enforcement of police officers during the day and night watchmen during 
the night.  This type of separation with shifts created issues with peacemaking.  There 
was a lack of cohesiveness and authority due to the fact that police officers were not 
present during the nightshift.  These circumstances lead to the first unified police force in 
the United States in 1845 ((Palmiotto, 2011).   
Constables were law enforcement officers who had duties that were not always 
related to law enforcement functions.  For example, they had the responsibility of being 
the land surveyors, ensuring the accuracy of “weights and measures,” as well as 
overseeing the night watch.  The first centralized municipal police department did not 
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emerge in the United States until the 1830s (Potter, 2013).  These municipal police 
departments had a set of rules and procedures that everyone followed, every police 
officer worked a full-time shift, the departments were publicly supported and followed a 
bureaucratic system, and were held accountable to the central governmental authority 
(Lundman, 1980). 
Modern law enforcement.  As stated by Johnson (1981), in 1829 England 
implemented a revised law enforcement system.  This new resilient law enforcement 
organization was created to control and limit the amount of crime that was occurring 
(Johnson, 1981).  According to Lentz & Chaires, the laws that were created to improve 
England’s law enforcement system followed Sir Robert Peel’s law enforcement 
principals that were created in 1829 (Lentz & Chaires, 2007).  The following are Peel’s 
1829 nine principles of law enforcement: 
1. The basic mission for which police exist is to prevent crime and disorder as an 
alternative to the repression of crime and disorder by military force and 
severity of legal punishment. 
2. The ability of the police to perform their duties is dependent upon public 
approval of police existence, actions, behavior and the ability of the police to 
secure and maintain public respect. 
3. The police must secure the willing cooperation of the public in voluntary 
observance of the law to be able to secure and maintain public respect. 
4. The degree of cooperation of the public that can be secured diminishes, 
proportionately, to the necessity for the use of physical force and compulsion 
in achieving police objectives. 
59 
5. The police seek and preserve public favor, not by catering to public opinion, 
but by constantly demonstrating absolutely impartial service to the law, in 
complete independence of policy, and without regard to the justice or injustice 
of the substance of individual laws; by ready offering of individual service 
and friendship to all members of society without regard to their race or social 
standing, by ready exercise of courtesy and friendly good humor; and by 
ready offering of individual sacrifice in protecting and preserving life. 
6. The police should use physical force to the extent necessary to secure 
observance of the law or to restore order only when the exercise of persuasion, 
advice and warning is found to be insufficient to achieve police objectives; 
and police should use only the minimum degree of physical force which is 
necessary on any particular occasion for achieving a police objective. 
7. The police at all times should maintain a relationship with the public that 
gives reality to the historic tradition that the police are the public and the 
public are the police; the police are the only members of the public who are 
paid to give full-time attention to duties which are incumbent on every citizen 
in the intent of the community welfare. 
8. The police should always direct their actions toward their functions and never 
appear to usurp the powers of the judiciary by avenging individuals or the 
state, or authoritatively judging guilt or punishing the guilty. 
9. The test of police efficiency is the absence of crime and disorder, not the 
visible evidence of police action in dealing with them (Peel, 1829; Lentz & 
Chaires, 2007). 
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Research shows that our current law enforcement systems are failing and police 
conduct, as well community relations, have reached an ultimate low.  The misuse of force 
and the methods that law enforcement implement to maintain community safety and 
ensure that laws are being followed are the greatest issues currently impacting law 
enforcement in America (Dunham & Alpert).  Moreover, law enforcement agencies need 
to change the mindset of individuals in their organizations in order to change and 
improve police behavior and build community relationships (Potter, 2014).   
Police Chiefs 
There is public demand today regarding the need for effective leadership in police 
departments due to the enormous attention that has been arising from government 
agencies as well as other organizations.  Police chiefs are facing tremendous public 
dissatisfaction and scrutiny due to the current public anticipation of unlawful force being 
used by police officers.  Although police leadership is based on rank and one’s title in the 
organization, leadership is also a process (Morreale & Ortmeier (2004).  Law 
enforcement is often dealing with situations where they need to react and respond in a 
quick manner.  However, in order to meet the challenging needs of the 21st century, 
police chiefs need to implement effective leadership strategies to support proactive 
approaches and appropriate conduct (Morreale & Ortmeier, 2004).  Moreover, law 
enforcement agencies need to learn to apply the behaviors that exemplary police chiefs 
use through character, vision, relationships, wisdom and, inspiration to create personal 
and organizational meaning for themselves and their followers during these challenging 
times.  
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Paul Cappitelli states, in his article 7 of the biggest issues facing law enforcement 
in 2016, that due to civil unrest that we have seen in “Ferguson, Baltimore, Chicago, and 
elsewhere” law enforcement agencies need to take a close look at what types of training 
need to be implemented.  Furthermore, Cappitelli (2016) adds that not only effective 
training is needed but there is also a need for positive relationships with community 
members, faith-based groups, and civic leaders.  We can see that there is a need for 
transparency between law enforcement agencies and the communities they serve.  
Furthermore, there are additional factors that have led to the negative public perception of 
law enforcement agencies.  The use of law enforcement body cameras and social media 
have played a crucial role in the desire to immediately prosecute officers criminally when 
their actions have resulted in the death or injury of an individual (Cappitelli, 2016). 
Pearson-Goff & Herrington (2013) state that effective police chiefs have created 
trusting relationships, behaved in an ethical manner, and communicated effectively to 
their followers.  These leaders also behave in a manner that they would like their 
subordinates to emulate.  Moreover, police chiefs have a responsibility to create an 
environment where followers are able to implement strategies that lead to effective 
performance for the individual and the organization as a whole (Morreale & Ortmeier, 
2004).  Batts, Smoot & Scrivner, (2012) state the following: 
Effective police leaders become adept at responding to challenge.  Like other 
organizations, police agencies must balance constancy and predictability with 
adaptation and change.  Even as they strive to standardize operations, most police 
leaders recognize the fluid context in which their agencies operate.  They also 
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understand that there are forces to which police organizations must adapt and 
evolve in order to remain effective in a changing world. (p. 1). 
Therefore, with the many challenges that police chiefs and law enforcement 
agencies are facing in the 21st century, there is a greater need to create meaning and 
purpose as well as transformational change to improve current law enforcement practices.  
Police chiefs will need to continue to be the anchors of their organization and 
demonstrate behaviors that should be replicated by their followers.  Police chiefs will 
need to continue to possess the ability to be truthful, credible, hold high moral and ethical 
standards in order to create a strong foundation for themselves, their followers and their 
organization, and build relationships with the community at large Batts, Smoot, & 
Scrivner, 2012; Cappitelli, 2016). 
Community relations.  Police chiefs play an essential role in building 
community relationships both politically and professionally.  Law enforcement agencies 
are there to protect and serve the community at large.  There is an urgency to build and 
strengthen the trust between law enforcement and the public.  According to Jackson 
(2015) police agencies need to create the “why” behind the actions of their agencies as 
well as the results of their actions.  The need to maintain and build trusting relationships 
between law enforcement agencies and the community they serve, as well as creating a 
level of transparency, is critical “for the health of American democracy” (Jackson, 2015).   
Furthermore, in order to move in the right direction, there is a need for building 
relationships, creating transparency, and maintaining trust, both internally and externally.  
Maintaining and creating internal and external relationships will not only create value for 
the organization as a whole but it will create value for the community law enforcement 
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serves and protects every day. (Covery, 1991; Kouzes & Posner, 2007).  Listening to the 
community will help police chiefs build their political awareness and understand the 
needs and demands of the public.  As stated by White, Harvey & Kemper, “The key is to 
raise your political styles to a new level of consciousness so that you can function 
deliberately with the behaviors that will serve the best interests of you and your 
organization” (2007, p. 63).  
The Need for Meaning in Law Enforcement  
The need for meaning in law enforcement is crucial for repairing relationships 
within the agency and in the community.  Law enforcement agencies are facing 
challenging times and there is an urgency for meaning and purpose in order to improve 
interactions and build trust with citizens and the community at large (Morreale & 
Ortmeier, 2004).  As mentioned by Varney (2009), during a time of rapid change the 
importance of having a clear purpose enables individuals to work collaboratively and 
implement meaningful work.  Moreover, with the changing times of the twenty-first 
century, police chiefs must move from the status quo of leadership to a more effective 
transformational leader style.  In order for law enforcement agencies to create a shift in 
mindset and focus on the importance of what they do and how they affect so many lives, 
there needs to be a central purpose.  According to Willis (2011) managers are able to help 
employees find passion and purpose in the work they do by creating personal 
relationships with them.  When police chiefs are able to create meaning for their 
followers they in turn empower them to fully understand the importance of what they do.  
“Getting employees to understand that there is no more noble work than protecting and 
serving the public well is vital for effective management” (Willis, 2011, para. 9). 
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According to Kouzes & Posner “The only way you really know whether someone 
is leading is to observe what he or she is doing when in the act of leading” (Kouzes & 
Posner, 2016, p. 49).  Many studies have examined a variety of leadership styles in law 
enforcement.  However, few studies have been conducted on specific variables that 
exemplary police chiefs implement in their leadership style.  This study will add 
additional knowledge and evidence on the behaviors that exemplary police chiefs 
demonstrate in the five variables of character, vision, relationships, wisdom, and 
inspiration, and how these exemplary leaders create personal and organizational meaning 
for themselves and their followers.  Moreover, this study will focus on how these 
exemplary police chiefs create meaning and purpose in their organization.  
Summary 
Police chiefs are facing many challenging times due to the public’s perception of 
excessive police force, misconduct, and police bias (Bui & Hedgepeth, 2015; Chaney & 
Robertson, 2013).  Nevertheless, law enforcement agencies are required to serve and 
protect even during complex times and situations.  Equally important, law enforcement 
needs to demonstrate appropriate behavior when protecting and serving their 
communities.  What’s more, police chiefs need to ensure that their followers are building 
and maintaining trusting relationships with the public (U.S. Department of Justice, 2007). 
Therefore, police chiefs need to change the mindset and perception of the public 
by creating stronger community relationships.  There is a need to recognize the behaviors 
that exemplary police chiefs use to create personal and organizational meaning for 
themselves and their followers through character, vision, relationships, wisdom, and 
inspiration, and to determine the degree to which their followers perceive these behaviors 
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help to create personal and organizational meaning.  It is the expectation of this research 
to yield new understandings of how the five variables identify and describe the behaviors 
that exemplary police chiefs use to create personal and organizational meaning for 
themselves and their followers.  The literature supports that people who have a sense of 
purpose find meaning in their lives and in their work. (Cisek, 2009; Covey, 2004; 
Csikszentmihalyi, 1990; Frankl, 1984).  The literature review has clearly shown that law 
enforcement agencies today need organizational leadership.  Law enforcement agencies 
and other organizations can profit greatly by creating an environment where meaning is 
present.  Mautz states, “Simply put, meaning is the performance enhancer of our times.  
And by the way, it’s free (2015, p.11).  I am hopeful that through this research police 
chiefs will create an organization were meaning and purpose is embedded in everything 
they do as well as creating significance for their followers.  “We show that you can learn 
to be a better leader than you are today if you believe in yourself, aspire to be great, 
challenge yourself to grow, engage the support of others and practice deliberately” 
(Kouzes & Posner, 2016, p.xix).  
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CHAPTER III: METHODOLOGY 
Overview  
Chapter III reviews the methodology that was used for this study.  Roberts states 
“The methodology chapter of a dissertation describes the design and the specific 
procedures used in conducting your study” (Roberts, 2010, p. 148).  The mixed-method 
study allowed the researcher to identify and describe the behaviors that exemplary police 
chiefs use to create personal and organizational meaning for themselves and their 
followers through character, vision, relationships, wisdom, and inspiration.  In Robert’s 
book The Dissertation Journey, Roberts (2010) explains that the methodology chapter 
depicts how the study was conducted in great detail.  In Chapter III the purpose statement 
and research questions are stated at the beginning of the chapter.  The mixed methods 
design is described explaining the quantitative and qualitative research followed by the 
method rationale, sample population, research instruments, methods of data collection, 
limitations, and concluding with the summary. 
Purpose Statement  
The purpose of this mixed-method case study was to identify and describe the 
behaviors that exemplary police chiefs use to create personal and organizational meaning 
for themselves and their followers through character, vision, relationships, wisdom, and 
inspiration.  
In addition, it was the purpose of this study to determine the degree of importance 
to which followers perceive the behaviors related to character, vision, relationships, 
wisdom, inspiration help to create personal and organizational meaning.   
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Research Questions   
1. What are the behaviors that exemplary police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, 
vision, relationships, wisdom, and inspiration? 
2. To what degree do followers perceive the behaviors related to character, 
vision, relationships, wisdom, and inspiration help to create personal and 
organizational meaning?  
Research Design 
Research is conducted through a qualitative method, a quantitative method, or 
using both quantitative and qualitative methods known as mixed methods.  According to 
Roberts (2010), “Qualitative and quantitative approaches in a single study complement 
each other by providing results with greater breadth and depth.  Combining what with 
possible why adds power and richness to your explanation of the data” (Roberts, 2010, p. 
145).  Choosing the appropriate method depends on how the researcher wants to gather 
the data and what specific design they are planning on using to gather their data.  “A 
research design describes the procedures for conducting the study, including when, from 
whom, and under what conditions the data will be obtained” (McMillan & Schumacher, 
2010, p. 20).  
Case Study 
A case study, as defined by Creswell (2003), is an in-depth exploration of data 
which supports specific cases for study in a specific time and place. “The case study 
stands on its own as a detailed rich story about a person, organization, event, campaign, 
or program” (Patton, 2015, p. 259).  Case study research excels at bringing us to an 
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understanding of complex issues.  In addition, case study research can extend experiences 
and add strength to what is already known through previous research (Patton, 2015).  
Case studies emphasize the detailed contextual analysis of a limited number of events or 
conditions and their relationships (Creswell 2003, Patton, 2015).  Researchers have used 
the case study research methodology for many years across a variety of disciplines (Yin, 
2009).  Social scientists, in particular, have made wide use of this qualitative research 
method to examine contemporary real-life situations and provide the basis for the 
application of ideas and extension of methods.  Researcher Robert K. Yin (2009) defines 
the case study research method as “an empirical inquiry that investigates a contemporary 
phenomenon within its real-life context, when the boundaries between phenomenon and 
context are not clearly evident” (p. 13). 
Mixed Methods  
Using the mixed methods approach allowed the researcher to present a 
combination of findings through qualitative and quantitative data.  “Mixed methods yield 
both statistics and stories” (Patton, 2015, p.15).  The mixed method research design is a 
combination of both quantitative and qualitative research methods.  By using the mixed 
methods approach a researcher has more flexibility in the kind of design to choose to 
conduct.  “An important advantage of mixed-method studies is that they can show the 
results (quantitative) and explain the why it was obtained (qualitative) (McMillan & 
Schumacher, 2010, p. 25).  McMillan and Schumacher explain the difference between the 
three types of research design related to mixed methods research.   
1. Explanatory Designs- This design uses the quantitative data in the beginning 
and then goes into qualitative data. 
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2. Exploratory Designs- This is the opposite of the explanatory design in that is 
starts off with qualitative and then moves into quantitative data. 
3. Triangulation Designs- This design method collects both quantitative and 
qualitative data at the same time.  By using both methods at the same time it 
enables the strengths of one to offset the weaknesses of the other (McMillan 
& Schumacher, 2010). 
After a review of the possible research methods an Exploratory Mixed-Methods 
Case Study approach was selected.  The researcher used the QUALITATIVE-quantitative 
mixed-methods model to collect and gather the data.  The qualitative data was gathered 
before and considered more significant than the quantitative data (Roberts, 2010).  
McMillian & Schumacher (2010) state the following: 
The purpose of this kind of study, which is called an exploratory deign, is 
typically to use the initial qualitative phase with a few individuals to identify 
themes, ideas, perspectives, and beliefs that can then be used to design the larger-
sale quantitative part of the study (p. 25). 
The researcher triangulated the data that was collected from the mixed methods 
approached.  According to Patton (2015), “Triangulation strengthens a study by 
combining methods (Patton, 2015, p. 316).  The researcher conducted three in-depth, 
open-ended interviews with three police chiefs and administered 12 surveys with their 
followers in order to strengthen the study.  The researcher was able to triangulate the data 
by using “multiple perspectives to interpret a single set of data” (Patton 2015 p. 316).  
These efforts assisted the researcher in collecting the appropriate evidence for the study.  
Moreover, the mixed methods approach according to Creswell & Plano Clark (2011) is a 
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natural way to conduct research because it is something that we encounter in our daily 
lives.  
Qualitative Research Design 
 Using the qualitative research method, the researcher gathered the data using 
open-ended research questions that focused on the five variables.  Qualitative research 
design focuses on gathering data that is a naturally occurring phenomenon.  “Most of 
these data are in the form of words rather than numbers, and in general, the researcher 
must search and explore with a variety of methods until a deep understanding is 
achieved” (McMillan & Schumacher, 2010, p. 23).  There is no hypotheses or 
preconceived bias and the researcher is the instrument that is the measuring tool.  There 
are seven attributes that are associated with qualitative inquiry contributions, some of 
these include “studying how things work, illuminating meaning, understanding context, 
how and why it matters, and making case comparisons to discover important patterns and 
themes across cases” (Patton, 2015, p. 12-13).  In qualitative research, the results are 
presented as discussions of trends and/or themes based on words, not statistics” (Patten, 
2012, p.19).  The rich data that was collected through the open-ended interview questions 
assisted the researcher in gathering and formulating an explanation of the results (Patton, 
2015; Roberts, 2010).  The researcher looked for themes and trends that emerged from 
the in-depth, open-ended interview questions.  Roberts states, “Rather than numbers, the 
data are words that describe people’s knowledge, opinions, perceptions, and feelings, as 
well as detailed descriptions of people’s actions, behaviors, activities, and interpersonal 
processes” (Roberts, 2010, p. 143). 
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Quantitative Research Design  
As stated in Patten’s book Understanding Research Methods, “The results of 
quantitative research are presented as quantities or numbers (i.e., statistics)” (Patten, 
2012, p.19).  One strong characteristic associated with a quantitative research method is 
that this type of method helps researchers gather their data in a way that is easy to 
quantify and by using statistics to crunch numbers for statistical analysis (Patten, 2012).  
In using the quantitative approach, the researcher was able to assess the perception 
followers had regarding leaders’ use of character, vision, wisdom, relationships, and 
inspiration to create meaning in the organization.  Therefore, using the quantitative 
method the researcher was able to summarize the larger data that was collected to 
formulate a hypothesis based on the survey results.  The results allowed the researcher to 
determine the degree of importance followers believed character, vision, relationships, 
wisdom, and inspiration were used to create meaning.  
Method Rationale 
The peer researchers collaboratively elected to use the Mixed-Method Case Study 
design for the study.  The 12 peer researchers, faculty and expert chose the mixed-method 
design to study meaning making and to identify and describe the behaviors that 
exemplary leaders use to create personal and organizational meaning for themselves and 
their followers through the following five variables: Character, vision, relationships, 
wisdom, and inspiration.  Furthermore, the 12 peer researchers focused on exemplary 
leaders in their specific selected organization.  The use of the same methodology allowed 
for an in-depth review of the obtained data.  The peer researchers’ rationale for selecting 
a mixed-method case study was, “that they can show the results (quantitative) and explain 
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why it was obtained (qualitative) (McMillan & Schumacher, 2010, p.25).  An exploratory 
design was selected by the peer researcher teams, faculty and expert selecting “The 
QUAL-Quan model where qualitative data are collected first and are more heavily 
weighted than quantitative” (Roberts, 2010, p. 145).   
Population 
According to McMillan & Schumacher, “A population is a group of elements or 
cases, whether individuals, objects, or events, that conform to specific criteria and to 
which we intend to generalize the results of the research” (2010, P. 129).  According to 
Reaves (2011), there are over 509 law enforcement agencies in California as reported in 
2008 by the U.S Bureau of Justice Statistics.  These law enforcement agencies include 
Municipal agencies, State, County, College and University, Federal and School agencies.  
“Of the police agencies, there are 261 municipal police departments, 42 
college/university police departments, 24 special district police departments, and 21 
school district police departments” (Fuzie, 2016).  Each one of these departments has a 
police chief that supervises and leads these municipal agencies.  The 261 municipal 
police agencies represent the larger population for this study. 
Municipal Police Chiefs in California are responsible for planning and 
coordinating activities of their department.  They are responsible for staffing, effectively 
addressing operational needs, community policing, and establishing procedures to 
prevent crime.  They are also responsible for the budget, implementing policies and 
executing disciplinary actions.  The police chiefs are also responsible for maintaining 
department morale as well as accessibility and visibility in their community in order to 
create understanding and positive relationships.  
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Target Population 
According to McMillian & Schumacher (2010), a target population for a study is 
the entire set of individuals chosen from the overall population for which the study data 
are to be used to make inferences.  The target population defines the population to which 
the findings of a survey are meant to be generalized.  It is important that target 
populations are clearly identified for the purposes of research study (McMillan & 
Schumacher, 2010).  It is typically not feasible, be it for time or cost constraints, to study 
large groups; therefore, the researcher chose population samples from within a larger 
group.  The target population in a study is the specific group of individuals selected from 
the overall desired population and is clearly identified for the rationale of the research 
study (McMillan & Schumacher, 2010, Roberts, 2010).   
According to Creswell (2003), “The target population or ‘sampling frame’ is the 
actual list of sampling units from which the sample is selected” (p. 393).  Police chiefs 
are often faced with political constraints.  Due to their demanding job requirements and 
external and internal pressures, the researcher found it necessary to look outside of 
California for participants.  The target population for this study is therefore municipal 
police chiefs in California within a 150-mile radius of Los Angeles County (that is, LA 
and Orange County) and the state of Utah, who represent the sampling pool for this 
study.  The researcher had to select 3 exemplary municipal police chiefs that met at least 
five of the following criteria:  
1. Evidence of successful relationships with stakeholders. 
2. Evidence of leadership behaviors promoting a positive and productive 
organizational culture.  
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3. Have five or more years of experience in that profession or field. 
4. Written/published/ or presented at conferences or association meetings. 
5. Recognized by peers as a successful leader. 
6. Membership in associations of groups focused on their field.  
Sample   
The sample is a group of participants in a study selected from the population from 
which the researcher intends to generalize.  According to McMillan and Schumacher 
(2010) a sampling is selecting a “group of individuals from whom data are collected” (p. 
129).  Similarly, Patton (2015) and Creswell (2003) defined a sample as a subset of the 
target population representing the whole population.  When a researcher chooses a 
quantitative approach, the sample is oftentimes random; however, the sample population 
for this study was purposeful sampling.  The study used purposeful sampling for the both 
the quantitative and qualitative approaches.  According to McMillan and Schumacher 
(2010), purposeful sampling is when the researcher “selects a sample that is 
representative of the population or that includes subjects with needed characteristics” (p. 
138).  Purposeful sampling was chosen as the method of sample selection based on the 
criteria used for the exemplary leaders selected from the target population of municipal 
police chiefs in Utah and in California, from LA and Orange County.  
In addition to purposeful sampling, convenience sampling was also utilized.  Due 
to limitations on time, cost, and accessibility, convenience sampling was also utilized for 
proximity and accessibility reasons for the researcher.  The site of municipal police 
departments and police chiefs was selected to align the research focus on the research 
problem and the ability to interview a select group of police chiefs.   
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Individuals that are selected from the larger population are defined as the sample 
group in the study.  The sample group is the individuals selected from the target 
population and the data is gathered and collected from these specific individuals 
(McMillan &Schumacher, 2010).  The researcher selected to conduct purposeful 
sampling for both the qualitative and quantitative methods that focused on exemplary 
leaders.  
The researcher utilized a panel of experienced law enforcement members not 
included in the study who were asked to nominate police chiefs to be included in the 
study that met five or more of the established criteria for participation.  Each of the 
experienced law enforcement members of the panel have a doctorate in organizational 
leadership and have completed advanced training at police and military academies with 
over 75 years combined experience in law enforcement.  The three police chiefs receiving 
the most nominations were selected as the sample.  
The panel used the screening data to narrow down the sample size to three 
municipal police chiefs in Utah and in the identified counties in California in the target 
population that met the selection criteria.  As stated by McMillan and Schumacher 
(2010), purposeful sampling “selects a sample that is representative of the population or 
that includes subjects with needed characteristics” (p.138).  The participants selected for 
this study met the criteria of exemplary leaders as well as meeting the geographical 
constraints that would have impacted the researcher.  The 12 followers were chosen by 
the police chiefs. 
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Sample Subject Selection Process  
Before the researcher contacted the three police chiefs that met the criteria and 
were identified as exemplary police chiefs, an Institution Review Board (IRB) was 
completed and approved (Appendix C).  The selected police chiefs were then contacted to 
determine their interest and availability to be part of the face-to-face interviews, or video 
call, depending on their availability.  The researcher contacted the participants by phone 
and outlined the process that would take place for the study.  The following were 
addressed with the participants:  
1. The participants received an informational letter explaining the process 
(Appendix G). 
2. The face-to-face or video call interview was scheduled for 60 minutes to allow 
time for open-ended questions. 
3. The researcher explained that the following documents would be emailed to 
the participant before the interview would take place:  Invitation to Participate 
letter (Appendix H), Research Participant’s Bill of Rights (Appendix F), 
Informed Consent Form (Appendix D), Interview Schedule, Script Questions 
for participant to review in advance (Appendix A) and the Audio Release 
Form (Appendix I).  
The participants were informed that the interview would be recorded for the 
purpose of accuracy and consistency.  Patton (2002) states that audio taping the interview 
session enables the researcher to capture accurate responses from participants.  Therefore, 
“To record as fully and fairly as possible that particular interviewee’s perspective” which 
in turn supports the correct interpretation of the data that has been collected (Patton, 
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2002, p. 380).  Moreover, McMillan & Schumacher (2010), state that audio taping is a 
tool that captures the exact information the participant is trying to convey.  
Instrumentation  
The researcher selected mixed-method case study instruments that focused on 
both qualitative and quantitative data analyses.  As stated by Patton (2015), by using a 
mixed-methods approach the researcher tells a story and gathers numerical data for the 
study.  The instrument for the study was built on the literature review and the synthesis 
matrix.  The peer researchers also collaborated with faculty and with the author of Your 
Opinion Please!: How to Build Best Questionnaires in the Field of Education, Cox & 
Cox (2008).  In partnership with Dr. Cox, faculty, and the peer researchers, a 
SurveyMonkey tool was created for the quantitative data collection and triangulation.  
The researcher conducted face-to-face interviews with 2 police chiefs, and a video 
call interview with one police chief, and asked open-ended questions that were developed 
by the peer researchers.  The researcher began the interview by providing information 
regarding the study as well as addressing the Research Participants Bill of Rights, the 
Audio Recording Release form and collecting the participant’s signature on the Informed 
Consent form.  The researcher shared the interview questions in advance and followed 
the interview schedule that consisted of seven questions with additional follow-up 
questions.  Fowler (2014), stated that by using an interview schedule the researcher 
provides “a guide an interviewer uses when conducting a structured interview” (p.24).  
The researcher read the questions from the script in order to maintain consistency during 
the interview process.  The researcher recorded the entire interview with a hand held 
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recorder and hired a confidential transcriptionist to accurately transcribe all the 
interviews (Appendix E). 
Qualitative Instrumentation 
The researcher selected to conduct face-to-face and video call open-ended 
questions for the qualitative instrument used for the study.  As stated by Patten (2012), 
“In qualitative research, the results are presented as discussions of trends and/or themes 
based on words, not statistics” (19).  Moreover, when using qualitative methods, the 
researcher according to McMillan & Schumacher (2010) can implement the following 
methods for collecting their data: “interview, observations, questionnaires, document 
review, and audiovisuals materials” (343).  The face-to-face interviews began with the 
purpose and overview of the study regarding exemplary leaders as well as the review of 
the Research Participants Bill of Rights, Audio Recording Release Form and the 
Informed Consent Form.  
The 12 researchers collaboratively developed the standardized open-ended 
qualitative interview questions that would be used in the study.  According to McMillan 
and Schumacher (2010), “In the standardized open-ended interview, participants are 
asked the same questions in the same order, thus reducing the interviewer flexibility” (p. 
355).  The open-ended questions that were collaboratively developed were structured 
around the agreed behaviors and actions that exemplary leaders use to create personal and 
organization meaning for themselves and their followers.  The open-ended questions 
focused on the variables that were gathered by the 12 researchers in the review of the 
literature.  The faculty and instrumentation expert guided and evaluated the questions 
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devised by the 12 researchers and assisted in the selection of the final questions that 
would be used for the pilot interviews.  
During the pilot interview process, the researcher selected participants who 
exhibited similar characteristics of the populations to be studied.  It was determined that 
the participants in the field pilot interviews would not be part of the final study.  
Additionally, the test participants were asked to provide feedback regarding the questions 
asked as well as the interview process.  This enabled the peer researchers to work with 
faculty and the instrumentation expert to correct and modify questions based on the 
feedback shared by the test participants.  Moreover, once the questions were modified by 
the 12 peer researchers, the faculty and the instrumentation expert, the final approved 
qualitative interview schedule was used during the interviews with the exemplary leaders.  
During the interview with the exemplary leaders, the researcher audio recorded the entire 
interview and the responses were transcribed by a confidential transcriptionist.  The data 
gathered was analyzed for trends and themes that emerged.  The final data were placed 
into the NVivo software in order for the results to be coded and analyzed for common 
themes and trends.   
Quantitative Instrumentation 
“A distinctive feature of quantitative research is that researchers gather data in 
such a way that the data are easy to quantify, allowing for statistical analysis” (Patten, 
2012, p.9).  The closed-ended quantitative survey (Appendix B) was created by the 12 
peer researchers with support and guidance from the faculty and the instrumentation 
expert.  “Closed-form items (also called structured, selected-response, or closed-ended) 
are the best for obtaining demographic information and data that can be categorized 
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easily” (McMillan & Schumacher, 2010, p. 197).  The research questions were developed 
from the data that was gathered from the literature review.  The research team along with 
faculty and the instrumentation expert, selected survey questions based on behaviors that 
occurred mostly frequently in the research.  The collaboration of the team resulted in the 
creation of the final survey instrument that was used in the research.  The surveys went 
out electronically through SurveyMonkey.  The quantitative closed-ended survey was 
field tested on a pilot group that would not be part of the final research.   
Field Testing 
Peer researchers field-tested the survey by asking five participants to take the pilot 
survey.  The researchers tested for reliability by conducting a test-retest measure.  Test-
retest reliability is a measure of reliability obtained by administering the same test twice 
over a period of time to a group of individuals (McMillan & Schumacher, 2010).  The 
scores from the first and second tests were then correlated to evaluate the test for stability 
over time.  
The survey responses that were collected were sent to a third party for evaluation 
and all information was confidential.  The survey results were sent to the third party by 
means of SurveyMonkey software.  Furthermore, the researchers made available a 
questionnaire that provided the participants an opportunity to assess the quality of the 
survey.  This process enabled the peer researcher to analyze the information completed 
by the participants and make any necessary adjustments or corrections to the survey 
instrument.  The data collected from the questionnaire were provided to faculty and the 
instrumentation expert for review and feedback.  The quantitative survey, titled Thematic 
Interview Schedule (Appendix B), was proven to be reliable and valid.  This survey was 
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selected as the final instrument that the peer researchers used to conduct their surveys 
with the followers of exemplary leaders in the study.   
Validity 
“Validity is the degree to which your instrument truly measures what it purports 
to measure” (Roberts, 2010, p. 151).  Researchers describe validity as the accuracy of the 
data collection.  According to McMillan & Schumacher, “Validity, in qualitative 
researcher, refers to the degree of congruence between the explanations of the 
phenomena and the realities of the world.  Therefore, validity in research measures how 
accurate or valid the assessment tool used in the study is in regards of the outcome.  
“Researchers say that a measure is valid to the extent that it measures what it is designed 
to measure and accurately performs the function(s) it is purported to perform” (Patten, 
2012, p.61). 
Content Validity  
“To determine the content validity of a measure, researchers make judgments on 
the appropriateness of its contents” (Patten, 2012 p. 63).  Patton (2015), states that the 
appropriate use of the instrument in the study is crucial in measuring the research 
questions effectively and sufficiently.  The peer researcher team derived the interview 
questions from the data that was collected from the review of the literature.  The peer 
researchers constructed interview questions that were gathered from the mock interviews 
with participants that possessed similar characteristics to exemplary leaders.  The mock 
interviews ensure that the questions covered were valid and addressed the correct content 
for the study.  The use of the audiotape, observer notes and feedback from the 
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interviewee guided the process for the peer researchers in validating the appropriate use 
of the open-ended questions for the study.   
Reliability  
According to Patten, “A test is said to be reliable if it yields consistent results” 
(2012, p. 73).  The literature reveals that when there is consistency in the collection of 
data, consistency with the results and with the data analysis, reliable data is evident 
(Cresewell, 2003; Roberts, 2010; Patton, 2015).  Furthermore, Cox (2008) states that 
developing surveys that are reliable will obtain consistent outcomes when the study is 
repeated and the end result will remain close to the same.  The peer researchers created 
scripted interview questions and an interview guide to increase the reliability of the study 
among the researchers.   
Internal Reliability and Intercoder Reliability 
Internal reliability of data is evident when other researchers are able to come to 
the same conclusions when reviewing the data in the study.  Internal reliability measures 
the consistency of the data collection, the interpretation of the data, and the analysis in 
order to measure the accuracy.  Intercoder reliability was used for the purpose of this 
thematic study.  A peer researcher was selected to check the coding and ensure accuracy 
of the themes and trends that emerged.  To be considered acceptable, the peer researcher 
must be in agreement 80% on the coded data.  Furthermore, external reliability of the 
data is apparent when the same results are reached by a different researcher conducting 
the same study.  
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Data Collection 
The data used for this study consisted of qualitative face-to-face interviews and 
one video call interview, and quantitative electronic survey data collection.  The 
interviews were audio recorded from beginning to end.  The data gathered, as well as the 
audio recorder, were placed in a locked filing cabinet with the key secured at all times 
and on a computer that was password protected.  Before the start of the data collection 
process, participants signed the Informed Consent Form and all participants’ safety was 
protected by implementing Brandman’s Institutional Review Board (IRB) standards.  
This consisted of obtaining approval from IRB (Appendix C) before data collection could 
begin and the completion of the National Institutes of Health (NIH) (Appendix J) course 
that protects the rights of all participants in the study.  
Qualitative Data Collection 
Qualitative data was collected by the peer researchers through the interview guide 
questions that were created by the peer researcher team.  The interviews were open-ended 
questions conducted in a face-to-face or video call interview, depending on the 
availability and schedule of the police chiefs.  During the interview process the researcher 
was able to probe the participant only for the purpose of clarifying what was stated.  
According to McMillan & Schumacher (2010), “Probes should also be nature so as not to 
affect the nature of the response” (p. 208).  The interview was recorded and each 
participant received, read and signed the Audio Recording Release Form.  The researcher 
also took notes during the interviews for additional accuracy and data collection.  The 
following are steps that occurred for the data collection process:  
1. Face-to-face and a video call open-ended interview were conducted and were 
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confidential, 
2. All interviews were transcribed, and 
3. The data was analyzed and emerging themes and trends were identified.  
Researcher as an Instrument of the Study 
As stated by Patten (2010, 2015), the researcher is considered the instrument of 
the study when qualitative research is collected.  The researcher asked the scripted 
questions and therefore the researcher was used as the instrument of the study.  This in 
turn may question the researcher’s credibility when the data is collected.  The researcher 
of this study has worked in the public sector for over 22 years and has been in a 
leadership role for the past 5 years.  Furthermore, the researcher has participated in and 
conducted numerous researched-based trainings.  The researcher conducted the open-
ended interviews face-to-face and via video call for accuracy and all participants were 
provided with the transcripts to confirm that the data collected was valid and represented 
what the police chiefs had provided.  
Quantitative Data Collection 
The quantitative data was collected through surveys that were collaboratively 
created by the 12 peer researchers.  The surveys were sent out electronically through 
SurveyMonkey to 12 followers.  The survey questions were secure and had specifically-  
designed password protected accounts.  The participants were sent the confidentiality 
clause in an email as well as the purpose of the study before the participants were able to 
begin the survey.  The Informed Consent Form (Appendix D) needed to be read by the 
participants before data collection could start.  
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Data Analysis 
Qualitative and quantitative data analysis was used for this mixed-methods case 
study.  Through face-to-face and video call open-ended interviews, qualitative data was 
collected.  Through the surveys of the followers, the quantitative data was collected.  The 
qualitative data was collected and transcribed and then the collection of the surveys from 
the followers were analyzed for the quantitative data.  The completion of both methods 
allowed the researcher to collect, analyze, and discover emerging themes and trends as 
well as triangulate the data of the study.   
Qualitative Data Analysis 
Creswell (2003) discussed the process for preparing and organizing the data 
collected.  The researcher analyzed the data which emerged and was collected from 
interviews during the face-to-face and video call.  Creswell (2003) outlined a process of 
organizing and preparing the data reading and reviewing all the data, and then coding the 
data.  The researcher organized and prepared the data by having the audio recordings 
transcribed by a third-party confidential transcription service.  These transcriptions were 
shared with the interviewee to review for accuracy allowing the opportunity for feedback 
to ensure the interview was accurately transcribed.  The researcher typed up all the 
interview notes.  Following a comprehensive arrangement of the data, the researcher 
read, reviewed, and reflected on the data elements to cultivate general impressions and to 
develop an overall sense of meaning from the data.  A preliminary list of themes and 
patterns emerged.  The data was then formally coded to identify patterns and repetition 
that speak to categories, subcategories, themes, concepts, and then assertions (Patton, 
2015).  The data coding process for this study involved two primary steps: 
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1. The codes were scanned for themes.  Most specifically, in support of the 
theoretical framework used in this study, the researcher reviewed the five 
variables of character, relationships, vision, inspiration, and wisdom and the 
frequencies of their associated descriptive words.  
2. The codes were scanned for frequency of codes.  NVivo, a qualitative analysis 
computer software application used for coding, aided in identifying the 
frequency of codes.  The frequency of codes was one indication of the 
strength of a possible theme developing from a particular code.  The 
researcher proceeded to use the codes, themes, and frequencies of code to 
analyze the data and to understand how police chiefs use character, 
relationships, vision, inspiration, and wisdom to bring meaning to the 
organization.  
McMillian and Schumacher (2010) describe authentic narratives as “one that may 
be read and lived vicariously by others.  A narrative is authentic when readers connect to 
the story by recognizing particulars, by visioning the scenes, and by reconstructing them 
from remembered associations” (p. 337).  The researcher was able to interpret the data 
collected because the qualitative interview questions were created to be authentic 
narratives.  The researcher was able to connect the research in the study once the patterns 
and themes were identified, to research question number one:   
What are the behaviors that exemplary police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, vision, 
relationships, wisdom, and inspiration? 
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Furthermore, once the qualitative data was completed, the quantitative survey 
results were compared to the qualitative interview questions.  
Quantitative Data Analysis 
Quantitative data was gathered through the survey given to the 12 followers of 
each of the three exemplary leaders.  The 12 followers received the survey through email 
using SurveyMonkey.  McMillian & Schumacher state, “Descriptive statistics transform a 
set of numbers or observations into indices that describe or characterize data” (2010, p. 
149).  The descriptive statistics in the quantitative survey were used to answer question 
number two: 
To what degree do followers perceive the behaviors related to character, vision, 
relationships, wisdom, and inspiration help to create personal and organizational 
meaning?  
Descriptive statistics allowed the researcher to analyze the quantitative results 
obtained from the survey given to the police chiefs’ followers.  “Descriptive statistics are 
used to transform a set of numbers or observations into indices that describe or 
characterize the data” (McMillan & Schumacher, 2010, p. 149).  Description statistics 
therefore provide simple summaries about the measures.  Together with simple graphic 
analysis, descriptive statistics is the fundamental way to present data and to interpret the 
results in a quantitative research study (McMillan & Schumacher, 2010). 
Central tendency.  The central tendency provides a numerical index of a data set 
and its associated distribution.  Central tendency includes three indices:  mean, median, 
and mode.  The mean is the most common of the central tendencies and is used to 
determine the average of all scores.  The median describes the center score of the data set 
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whereby half falls above and half falls below the middle score.  The mode is the score 
which occurs most frequently (McMillan & Schumacher, 2010).  For this study, the mean 
and frequency were the two measures used.  
Limitations 
According to Patton (2015) and Roberts (2010), generalizations may affect the 
results of the study made by the researcher due to specific limitations. “Limitations are 
particular features of your study that you know may negatively affect the results of your 
ability to generalize” (Roberts, 2010, p. 162).  The 12 peer researchers in this thematic 
study replicated the researcher using the same instrumentation and methodology on their 
specific organizations and exemplary leaders.  The limitations evident in this thematic 
mixed-method case study may have affected sample size, time, geography and the 
instrument used by the researcher.  
Time 
The lack of time in this study was a limitation.  Before data collection could take 
place, the study had to be approved by the Institutional Review Board (IRB).  The 
collection of data was taking place around the winter holiday season that impacted the 
data collection due to the schedules of the police chiefs and their followers.  It was 
crucial to contact the participants in advance and organize the interviews to not exceed 60 
minutes.  The survey questions were created to collect accurate data without 
overwhelming the followers and to ensure the surveys would be completed.  Moreover, it 
was essential to retrieve the quantitative and qualitative data in a timely matter in order to 
avoid changes in the organizations and for consistency and accuracy.  
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Geography 
There are over 509 law enforcement agencies in California, with 261 of those 
being municipal police departments.  The geographical location and the police chiefs’ 
availability would impact the researcher in regard to monetary constraints.  Therefore, the 
researcher limited the sample to police chiefs in California within a 150-mile radius of 
Los Angeles County (which was inclusive of 2 counties in California) as well as the state 
of Utah.  
Sample Size 
The researcher elected to use a purposeful sample for the study.  The researcher 
limited the number to three exemplary police chiefs and 12 of their followers.  The 
researcher limited the sample size to three exemplary police chiefs.  It is recognized that 
this population size may limit or restrict the range of responses collected in the study. 
Summary 
Chapter III explained the mixed-methods case study approach that was used in 
this study.  Data was collected using both qualitative and quantitative mixed-methods 
case studies to assess and analyze the behaviors that exemplary police chiefs use to create 
personal and organizational meaning for themselves and their followers.  Chapter III 
identified the purpose statement and research questions.  Additionally, the methods used 
for data collection, the collection instruments, and the data analysis was identified in this 
chapter.  The combined efforts of the 12 peer researchers in this thematic study may yield 
new insights on how character, vision, relationships, wisdom, and inspiration are used by 
exemplary leaders to create personal and organizational meaning.  Chapter IV will review 
the outcomes in detail and address the findings of the study.   
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS 
Overview  
This mixed-methods case study allowed the researcher to identify and determine 
themes and trends that emerged regarding how the behaviors of police chiefs were used 
to create personal and organizational meaning for themselves and their followers through 
character, vision, relationships, wisdom, and inspiration.  In chapter four the purpose and 
the research questions for this study, along with the research methods and data collection 
procedures, are stated.  This chapter explains the population, the sample and target 
sample, as well as the demographic data.  The analysis of the data is illustrated and 
presented in this chapter, and the summary of findings is explained and offered in the 
conclusion of this chapter.  
Purpose Statement 
The purpose of this mixed-method case study was to identify and describe the 
behaviors that exemplary police chiefs use to create personal and organizational meaning 
for themselves and their followers through character, vision, relationships, wisdom, and 
inspiration.  In addition, it was the purpose of this study to determine the degree of 
importance that followers perceive the behaviors related to character, vision, 
relationships, wisdom, and inspiration help to create personal and organizational 
meaning. 
Research Questions 
1. What are the behaviors that exemplary police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, 
vision, relationships, wisdom, and inspiration? 
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2. To what degree do followers perceive the behaviors related to character, 
vision, relationships, wisdom, and inspiration help to create personal and 
organizational meaning?  
Research Methods and Data Collection Procedures 
The research method used in this study was a mixed-methods case study 
approach.  This QUALITATIVE-Quantitative approach utilized both interviews and 
surveys to collect the data.  A total of two exemplary police chiefs in California and one 
in Utah were interviewed using open-ended interview questions.  Two of the interviews 
were conducted in a face-to-face interview and the third was conducted using a video 
call; all three used the Thematic Interview Schedule (Appendix A).  The interviews were 
audio recorded with a recording device and then transcribed by a confidential 
transcriptionist.  Additionally, 12 followers of each exemplary leader were given a 
closed-ended survey that was sent out electronically through SurveyMonkey (Appendix 
B) for the quantitative measure of the study.  The survey focused on questions to 
determine the degree of importance that followers perceived the behaviors related to the 
specific variables help in creating personal and organizational meaning.  
Interview and Survey Data Collection  
The three interview participants were asked the same interview schedule open-
ended questions for each of the five behaviors dealing with vision, relationships, 
character, inspiration, and wisdom.  All the questions were on the Thematic Interview 
Schedule and located in Appendix A.  The follow-up questions were asked only on an as-  
needed basis and were from the specific follow-up questions.  During the data collection 
process all the interviews were recorded using an audio recording device.  The researcher 
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also took notes during the interview process.  All the audio recordings were transcribed 
once the interviews were completed.  The participants were identified as Participant A, 
Participant B, and Participant C.  The identities of all the participants were kept 
confidential.  Upon completion of the interviews with the 3 exemplary police chiefs the 
researcher coded the transcribed statements and looked for themes and trends that 
emerged.  
The three exemplary police chiefs that were interviewed utilized the electronic 
survey with 12 of their followers.  The quantitative survey measured the degree of 
importance that the followers perceived the behaviors related to character, vision, 
relationships, wisdom, and inspiration helped to create personal and organizational 
meaning.  The data collected from the surveys was anonymous and all the information 
collected was password protected.  The data that was collected from both the qualitative 
interviews and the quantitative surveys was interpreted to guarantee consistency and 
strength (Patton, 2015). 
Interview Process and Procedures 
The qualitative interview process began with selecting and narrowing the 
population of police chiefs in the desired population sample.  With over 509 law 
enforcement agencies in California, the desired sample population was steered toward 
police chiefs in Southern California.  The researcher narrowed the selection of police 
chiefs even further by defining six criteria for their selection, as stated in the sample 
population as well as the nominations from the panel of experienced police chiefs.  The 
police chiefs that received the most nominations and met five or more of the established 
criteria were selected as the sample.  The researcher contacted the nominated police 
93 
chiefs and selected the first three who agreed to be interviewed.  The researcher emailed 
the three police chiefs a description and overview of the study.  The researcher also 
included in the email an Invitation to Participate letter (Appendix, G), along with the 
Informed Consent Form (Appendix D), Audio Recording Release Form (Appendix I), 
Bill of Rights (Appendix F), Survey Questions (Appendix B) and the Thematic Interview 
Schedule (Appendix A).  The researcher reviewed all the forms over the phone with each 
participant before the face-to-face and video call interviews were scheduled.  The signed 
Informed Consent Forms and the Audio Recording Release Forms were given to the 
researcher before the interviews began.  The researcher asked the three participants the 
scripted interview questions using the Thematic Interview Schedule and, with the consent 
of the participants, the interviews were audio recorded and subsequently transcribed. The 
researcher used the INivo software to input the data that were collected in order to 
identify themes and trends that emerged in the coded data that related to the five studied 
variables of character, vision, relationships, wisdom, and inspiration.  
Intercoder Reliability 
A peer researcher was selected to review and check the accuracy of the 
researcher’s conclusions.  The peer researcher reviewed the accuracy of the themes and 
patterns that emerged in the data that was coded.  Patton (2015) states that intercoder 
reliability is used when a third person compares the data that is collected to see if the 
same conclusions can be drawn as the researcher drew.  The peer researcher’s findings 
were consistent with that of the researcher.  The peer researcher’s coding results related 
to the variables were nearly identical to the primary researcher’s results. 
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Population 
The population for this study was police chiefs and their followers.  According to 
Creswell (2003), a population is defined as a cluster of individuals who pose the same 
physiognomies.  In California there are over 509 law enforcement agencies as reported in 
2008 by the U.S. Bureau of Justice Statistics (Reaves, 2011).  Due to time and cost 
constraints it is typically not feasible to study a large group.  Therefore, the researcher 
selected a population sample from within a larger group for convenience sampling and 
accessibility reasons.  Municipal police chiefs are responsible for community policing 
and establishing policies and procedures to prevent crime.  They coordinate and plan 
activities for their departments as well as ensure appropriate staffing to effectively 
address operational needs.  Police chiefs work with all stakeholders and city personnel to 
meet the needs of the communities they serve and protect. 
Sample 
The sample population for this study was police chiefs in Utah and in California 
within a 150-mile radius from Los Angeles County, thus inclusive of LA and Orange 
Counties.  According to McMillan and Schumacher (2010) a sampling is selecting a 
“group of individuals from whom data are collected” (p. 129).  A quantitative and 
qualitative sampling approach was selected purposefully for this study.  As stated by 
McMillian and Schumacher (2010), purposeful sampling is when the researcher “selects a 
sample that is representative of the population or that includes subjects with needed 
characteristics” (p. 138).  An experienced panel of police chiefs, not employed in this 
study, were asked to nominate police chiefs that met five or more of the established 
criteria.  The three police chiefs who met the established criteria and received the most 
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nominations were selected as the sample in this study.  The three exemplary police chiefs 
that were selected met at least five of the following criteria: 
 Evidence of successful relationships with followers 
 Evidence of leading a successful organization 
 A minimum of five years of experience in the profession 
 Articles, papers, or materials written, published, or presented at conferences or 
association meetings 
 Recognition by peers 
 Membership in professional association in their field 
Table 1 
Criteria selection for exemplary police chiefs 
 
 Police Chief A Police Chief B Police Chief C 
Evidence of successful 
relationships with followers 
   
Evidence of leading a 
successful organization 
   
A minimum of five years of 
experience in the profession 
   
Articles, papers, or materials 
written, published, or presented 
at conferences or association 
meetings 
   
Recognition by peers    
Membership in professional 
association in their field 
   
 
Once the selection process and the sample of exemplary police chiefs was 
determined the researcher contacted the participants by phone and email to schedule the 
face-to-face and video call interviews.  Each exemplary police chief was identified using 
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an assigned letter (Participant A, Participant B, and Participant C).  Upon the completion 
of the face-to-face and video call interviews, the researcher worked with the exemplary 
police chiefs to disseminate the survey link to at least 12 of their followers.  An email 
was sent out with the link for the survey using SurveyMonkey along with an explanation 
and overview of the study.  The interviewers with the exemplary police chiefs and the 
surveys for their followers were all confidential and stored with password protected 
software.   
Demographic Data 
The three exemplary police chiefs that were selected and identified for this study 
met at least five of the six criteria.  All three exemplary leaders have been recognized by 
their peers and have been in law enforcement an average of 29.5 years.  The three 
exemplary police chiefs averaged 4.5 years in their current position as police chief.  They 
have all written, published or presented at conferences or association meetings.  The three 
participants and their organizations were given pseudonyms for the purpose of 
confidentiality.  All the participants were male and held a degree from an accredited 
institution.  Table 2 below represents the demographic of each of the exemplary police 
chiefs selected for this study.  
Table 2 
Demographic information for exemplary police chiefs 
 Police Chief A Police Chief B Police Chief C 
Gender M M M 
Years in Current Position 5 6.5 2 
Approximate Years in Law 
Enforcement  
29 32.5 27 
Education Degree Ed.D MA MA 
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The followers of each police chief interviewed were sent a Leadership Behaviors 
survey with a link via SurveyMonkey in an email.  The link was deployed to 36 
followers.  There were 22 surveys completed (61%).  Table 3 illustrates the 
demographics of the followers, which includes their gender, age, years in their 
organization, and years with their current leader.  The Leadership Behaviors survey asked 
the followers for their perceptions and the degree of importance regarding a leaders’ 
behavior related to character, vision, relationships, wisdom, and inspiration that help to 
create personal and organizational meaning.  
Table 3   
Demographic information for followers 
Gender  # of Respondents % of Respondents 
 Female 7  32% 
 Male 15 68% 
Age    
  20-30 years 1 4% 
  31-40 years 3 14% 
  41-50 years 14 64% 
  51-60 years 3 14% 
  61+ years 1 4% 
Years in 
Organization 
   
  0-5 years 3 14% 
  6-10 years 1 5% 
  11-20 years 8 36% 
  21+ years 10 45% 
Years with Current 
Leader 
   
  0-2 years 
 3-5 years 
8 
8 
36% 
36% 
  6-10 years 3 14% 
  11+ years 3 14% 
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Presentation and Analysis of Data 
The presentation and analysis of data were acquired qualitatively with two face-
to-face personal interviews and one video call interview through Skype.  The three 
interviews were conducted with police chiefs that were identified as exemplary leaders.  
Additionally, a quantitative electronic survey was disseminated to 12 followers of each 
exemplary police chief interviewed.  The results from the interviews and surveys are 
described in this chapter and are reported based on their relationship to each research 
question.   
Data Results for Research Question One 
Research question one asked, “What are the behaviors that exemplary police 
chiefs use to create personal and organizational meaning for themselves and their 
followers through character, relationships, vision, wisdom, and inspiration?”  In this 
study, the operational definition of meaning is the result of leaders and followers coming 
together for the purpose of gathering information from experience and integrating it into 
a process that creates significance, value, and identity in themselves and the organization.  
The researcher conducting the interviews with the three police chiefs revealed that each 
of the five variables-- character, relationships, vision, wisdom, and inspiration-- all are 
dependent on one another and play a crucial role in their leadership.  However, the major 
findings revealed that using the variables collectively strengthened the ability of each 
exemplary leader to create personal and professional meaning for themselves and their 
followers in their organization.  
The exemplary police chiefs consistently concluded that all five variables are 
absolute musts, and believe that the five variables are essential behaviors for exemplary 
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leaders to have.  The researcher showed each exemplary police chief a card that listed the 
five variables, and included their definition, and asked: “Here are five leadership 
behaviors that research suggests are necessary in an exemplary leader.  Looking at these, 
would you agree that these are all important?”  All three police chiefs reviewed the 
variables and explicitly agreed that all five were important.  Participant A replied, “The 
answer to your question is yes, I definitely agree.”  Participant B stated, “Yes, I do think 
they’re all essential to be an exemplary leader.” Participant C responded, “Yes, they are!”  
The researcher then asked, “Realizing that they are all important, do any jump out as 
being absolutely essential? Participant A stated, “Overall, character would rise to the 
top.”  Participant B replied, “I think they are all essential to an effective leader.”  
Participant C stated that, “The two that I look at and I think are kind of the cornerstone to 
leadership would be relationships and inspiration.”  Although the variable that was 
deemed most essential varied between the three police chiefs, the results of the interviews 
showed character as being the most important variable for exemplary leadership.  
Although two police chiefs felt one variable was more significant than the others, 
and one police chief felt they were all equally significant, all three police chiefs regarded 
character as the most significant variable for creating meaning for themselves and their 
followers, with 32% of the codes linking to the character variable.  According to 
Northouse, “When it is said that a leader has strong character, that leader is seen as a 
good and honorable human being.  That leader’s character refers to the disposition and 
core values of the leader” (2009, p. 159).  Throughout the interviews, when asked about 
all five variables, behavior relating to character emerged most often in the conversation.  
Character behaviors were linked and addressed by all three police chiefs during the 
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discussion of the other four variables.  Participant B stated, “If you don’t have character, 
none of the others will really matter.  Being ethical, following the rules, and showing 
you’re obeying the law.  Not just talking about it but following and doing it.”  The 
seminal works from various authors state that character is essential when it comes to 
exemplary leadership (Covey, 2004; Crowley, 2011; Kouzes & Posner, 2006).  The 
literature and the results in this study yielded that the explanation of the definitions of 
character and relationships were at times interchangeable with the words related to trust, 
honesty and integrity.   
The results of the data showed that relationships were the second most important 
variable for the police chiefs, with a response rate of 21% of all codes that emerged.  
According to Mautz (2015), “When we invest in relationships and friendships in our 
professional lives (and life in general), it produces meaningful connections” (p. 75).  
Vision and inspiration were behaviors that were equally as important to the police chiefs 
with a response rate for both variables of 19%, followed by wisdom with a response rate 
of 10% of the coded data.  Figure 1 below illustrates the percentages of occurrences 
relating to the five variables that emerged from the interviews with the exemplary police 
chiefs.  
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Figure 1. Meaning maker variables as a total percentage of references from 208 total 
codes 
 
The completion of the transcriptions yielded 208 references that emerged for the 
five variables.  The researcher inputted the transcribed interview information into the 
NVivo software to code and analyze the data for emerging trends and themes.  Each of 
the five variables is individually addressed below, and the discussion will outline the 
major findings as they relate to character, relationships, vision, inspiration, and wisdom. 
Major Findings for Character 
The theoretical definition of character is a moral compass by which a person lives 
his life (Bass & Bass, 2008; Bass & Steidlmeier, 1999; Moore, 2008; Sankar, 2003; 
Quick & Wright, 2011).  For the purposes of this study, the operational definition of 
character is the alignment of a value system which promotes ethical thoughts and actions 
based on principles of concern for others through optimism and integrity, while being 
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32% (66)
Relationship
20% (43)
Vision
19%
(39)
Inspiration
19% (39)
Wisdom
10%
(21)
Character
Relationship
Vision
Inspiration
Wisdom
102 
reliable, transparent and authentic.  The behaviors related to character emerged in 32% of 
the thematic codes.  During the interview of the three police chiefs, 66 of the total 208 
codes that emerged were related to character.  
The exemplary police chiefs were asked about character and leading with a moral 
compass. “What kinds of things do you do to demonstrate your character as the leader of 
your organization?”  All three exemplary police chiefs felt character was an essential 
behavior in creating meaning and gave specific behaviors that demonstrated their 
character in order to create meaning for themselves and their followers.  Participant B 
mentioned that he talks to his officers about the importance of ethics, values, and 
appropriate behavior.  “When I talk to someone about the disciplinary process, I bring up 
the values and the same goes for when I praise someone.”  All three police chiefs 
mentioned that they include their core value when conducting evaluations or meeting 
with their followers.  Further, participant A stated, “An effective leader has to position 
herself or himself in the place of influence primarily thorough example.”  Five specific 
themes emerged when analyzing the data from the research question regarding the 
character variable.  The emerging themes were 1) authentic, transparent, vulnerable 
behaviors, 2) ethical thoughts and actions, 3) humility, 4) integrity, and 5) leading with a 
moral compass and having a value system.  Figure 2 represents the character themes that 
emerged and the number of occurrences of each particular theme under the character 
variable.  
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Figure 2:  Graphical Representation of Character Themes as Total Number of 
Occurrences (66) 
 
Consistent Themes within Character 
Ethical thoughts and actions.  The three police chiefs emphasized the 
importance of ethical thoughts and actions for themselves and their followers.  Ethical 
thoughts and actions was referenced and coded in the data 33% of the time, in 22 of the 
66 codes relating to character.  “There’s an ethical dimension to leadership that neither 
leaders nor constituents should take lightly” (Kouzes & Posner, 2007, p.345).  Participant 
B stated, “I make sure I keep my promise and I obey the rules, laws and policies myself.  
I’m willing to uphold the policies I’m asking them to uphold.”  Participant C talked about 
how “ethical people become ethical police officers and honest people become honest 
police officers.”  Northouse mentions, “Being honest is not just about the leaders telling 
the truth.  It also has to do with being open with others and representing reality as fully 
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and completely as possible” (2009, p. 165).  The three police chiefs concurred that 
modeling honest and ethical behavior to their followers is an essential element of 
character for exemplary leadership and for creating meaning for followers.  During the 
interview process, the majority of the police chiefs’ answers when talking about 
behaviors related to character lead back to ethical thought and actions.  Participant B 
mentioned how ethical thoughts and actions are so important in his organization that he 
taught a class relating to ethics to his followers.  
Authentic-transparent-vulnerable.  The emerging theme that next occurred 
most often in the variable of character occurred 31% of the time in conversations with the 
police chiefs.  This was the ability of exemplary leaders to be authentic, transparent and 
vulnerable.  Seventeen of the 54 codes occurred around this theme.  In the book Make it 
Matter (Mautz, 2015) the author states “Authentic behavior in and of itself is critical not 
only for maximizing meaning, but also for engaging and energizing people” (p. 162).  
The data gathered from the three interviews supported the importance of authentic, 
transparent, and vulnerable behaviors for exemplary leadership.  “Being authentic means 
being straightforward, genuine, honest, and truthful about one’s plans, opinions, and 
motivations” (Anderson, 2012, p. 44).  The three exemplary police chiefs talked about the 
importance of modeling the behaviors of character to their followers and setting the 
example of integrity and being authentic and transparent in their words and actions.  
Participant C, talked about how one of his followers told him, “You’re a regular guy but 
still our chief.”  Additional comments from the police chiefs included “I have an open 
door policy” and “You need to set standards that are clear.”  “I tell it like it is and they 
know I have no hidden agenda.”  Participant C said for him, “It’s really modeling that 
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example of integrity, being reliable, transparent, and being authentic in your words and 
actions.”  The three exemplary police chiefs emphasized the need for being upfront, 
truthful, approachable, and behaving in a genuine manner, especially in their line of 
work. 
Moral compass-value system.  Having a moral compass and value system 
occurred as codes in the data 20% of the time with 11 of the 54 codes relating to 
character.  Anderson states, “Values express what a person believes should happen or 
ought to happen” (2012, p. 38).  Participant B talked about his followers having different 
talents and capabilities but they all need to have a moral compass.  He continued by 
saying morals and values mean “Are they following the things they preach?  Are they 
true to those kinds of things?  Do they keep their word?  Do they hold themselves 
accountable for things?”  That is when he can see if they are being moral and upholding 
high values.  Participant A stated, “Ultimately, regardless of the nature of the 
organization or the profession, all people want to know that their leaders are doing the 
right thing for the right reasons.”  Kouzes & Posner mention, “To become the very best 
leader you can be, you need to be clear about the core values and beliefs that guide you.  
You have to determine what you most care about and why it’s important” (2016, p. 65).  
Participant A stated, “My agenda or my desire is simply for us to do what we’re supposed 
to be doing.” Participant B mentioned how his followers can see his moral compass by 
his values, which always goes back to his actions.  He continued to say that he praises his 
followers for doing the right thing and for their morals and values.  Participant C stated, 
“You have to value people.  Everyone has value.”  He went on to say, to create value in 
what you do “your followers have to know there is legitimacy in what you are doing.”   
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Humility and Integrity.  According to Kouzes and Posner, “When people talk to 
us about the qualities they admire in leaders, they often use the terms integrity and 
character as synonymous with honesty” (2007, p.32).  Humility and integrity each had 4 
references in the 54 codes relating to character, together totaling 15% of the referenced 
data occurring in this theme.  The three exemplary police chiefs mentioned the 
importance of being there for their followers and knowing how it feels to be in their 
shoes.  They all believe in celebrating the success of their followers as well as learning 
from their mistakes.  Participant A mentioned the importance of “making yourself 
vulnerable” and understanding the perspective of others.  He went on to talk about how 
you not only have to be a leader but you need to be a human first.  As mentioned by 
Ulrich & Ulrich, “Humble leaders take the blame for mistakes and share the credit for 
success.  They talk less about personal accomplishments and more about others’ 
achievements” (2010, P.128).   
Integrity was equally as important to the exemplary leaders.  “Integrity is as close 
to a nonnegotiable as there is in the business world and in life” (Mautz, 2015, p. 201).  
Participant C stated, “I look to hire good people.  You have to start with a good person, 
this goes back to integrity.”  “Wearing the badge to protect and serve is something you 
don’t take lightly” were words echoed by all three exemplary police chiefs.  Participant A 
stated, “I tell my folks I expect them to always take responsibility for their actions.  I 
expect them to live their lives in a way so that they are completely above even the 
appearance of impropriety.”  Participant B mentioned that integrity is walking the walk 
and following the policies and procedures he expects his followers to obey.  “I obey the 
rules, laws and policies myself.  I’m willing to uphold the policies I’m asking them to 
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uphold.”  As Kouzes & Kouzes mention, “To act with integrity, you must first know who 
you are.  You must know what you stand for, what you believe in, and what you care 
about” (2007, p. 50).  Participant B went on to talk about how shortly after he became the 
chief he implemented the policy that everyone in his department must wear their vest, 
with some exceptions depending on the specific circumstance.  He felt that was an 
implementation that was needed and what he strongly believed in.  He continued to say 
that he too wears the vest, and he feels it is extremely important to practice what you 
preach.  According to the seminal work in the literature, individuals who possess integrity 
can accomplish astonishing things for themselves and their followers (Bass & Bass, 2008 
Covey, 1991; Kouzes & Posner, 2007; Kouzes & Posner, 2006; Northouse, 2009).  The 
three exemplary leaders agreed that with humility and integrity you are able to set the 
example, build trusting relationships, and connect with your followers.   
Major Findings for Relationships 
The theoretical definition of relationships is the bonds that are established 
between people through encouragement, compassion, and open communication which 
lead to feelings of respect, trust, and acceptance (Bermack, 2014; Frankl, 1984; George, 
2003; George & Sims, 2007; Henderson, 2011; Kouzes & Posner, 2006, 2007, 2009; 
Liborius, 2014; Mautz, 2015; McKee et al., 2008; Reina & Reina, 2006; Seligman, 2002; 
D. M. Smith, 2011; Ulrich & Ulrich, 2010).  For the purposes of this study, the 
operational definition of relationships is authentic connections between leaders and 
followers involved in a common purpose, through listening, respect, trust, and 
acknowledgement of one another.  The behaviors related to relationships emerged in 16% 
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of the thematic codes.  During the interview of the three police chiefs, 34 of the total 208 
codes that emerged where related to the behavior of relationships.  
The three exemplary police chiefs were asked a question regarding establishing 
relationships that involves being a good listener and establishing trust among their team 
members.  The exemplary police chiefs were asked, “Are there specific things you have 
done to develop relationships among the members of your organization?”  All three 
exemplary police chiefs unequivocally believed that creating relationships was a key 
factor in creating meaning for themselves and their followers.  All three exemplary police 
chiefs emphasized the importance of building trusting relationships and being an 
authentic listener.  Participant B mentioned that he thinks “The biggest thing I can do as a 
leader is to build trust.”  He also continued to say that it is extremely important to listen 
to his followers and incorporate their ideas and suggestions as they continue to move 
forward as a team.  All three exemplary police chiefs felt trusting relationships helps to 
build the capacity of your followers, and they trust you enough to make decisions and 
take chances on their own.   
Human history tells us something extremely important about human relationships.  
It tells us that people want to be free.  People want to decide things for 
themselves.  People want to shape their own destiny.  People want to be in charge 
of their own lives.  The most enduring leadership legacies are those of leaders 
who have set their people free (Kouzes & Posner, 2006, p. 49). 
The exemplary police chiefs felt that their followers and themselves benefited and 
gained tremendously from the relationships they built in their departments and their 
communities.  Relationships, according to Participant A, are needed in order for leaders 
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to “establish and maintain credibility.”  Participant C discussed how it is extremely 
important to take time out of your day and just listen to your followers.  Sit with them 
and genuinely listen to what they are saying.  Show them you care about them on a 
personal level.  Kouzes & Posner stated, “We lead our lives in the company of others, 
and that is where we leave our legacy.  It’s the quality of our relationships that most 
determines whether our legacy will be ephemeral or lasting” (2006, p. 54).  The themes 
that emerged with the most occurrences specific to the behaviors relating to relationships 
were communication, connections-bonds, listening, trust and respect.  Figure 3 below 
presents the relationship themes that emerged and the number of occurrences of each 
particular theme under the relationships variable.  
 
Figure 3.  Graphical Representation of Relationships Themes as Total Number of 
Occurrences (43) 
 
Communication.  The theme that occurred most often in the relationships 
variable was the ability to communicate, with 13 of the 43 codes emerging in this theme.  
Mautz states, “There are crucial moments as a leader where your communications can 
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really connect and make meaning, or really muck it up.  These disproportionately 
important moments matter, and so should your communications in such times” (2015, p. 
188).  The literature supports the importance of communication with all stakeholders, as 
well as the need for honest and open communication for successful leadership (Collins & 
Porras, 2002; Kouzes & Posner, 2006; Patterson, 2012).  The data yielded evidence and 
examples where law enforcement departments flourished when effective communication 
was evident.  Participant B stressed the importance of clear communication: “I have to 
adjust my communication style to make sure what’s getting passed down is what I’m 
intending to pass down.”  He continued to express: “I’ve created an open door policy.  
They can come in and talk to me about any topic.  It doesn’t have to be work related.”  
All three exemplary police chiefs articulated that with ongoing communication and 
implementing an open door policy they are able to create meaningful relationships while 
implementing their message in a meaningful manner.  In law enforcement agencies 
communication, and how police chiefs communicate with their followers, is crucial.  That 
is why these three police chiefs feel that communicating in a meaningful manner, and 
with purpose, is essential in creating meaning in their organization.  
Connection-bonds.  According to Ulrich & Ulrich making connections means 
“Some will be energized by a few intimate relationships, others by looser ties with many 
people, but the common thread will be satisfaction and meaning through relating to 
others” (2010, p. 88).  Connection-bonds was referenced and coded in the data 26% of 
the time in 11 of the 43 codes relating to relationships.  Participant B emphasized the 
importance of making connections and building bonds with his followers in order to 
create meaning.  Participant C continued to say that getting to know your followers’ 
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interests and hobbies shows them that you are truly interested in them and what they care 
about.  One way to show them that you are building relationships is to “be there for them, 
listen to them, and it doesn’t always have to be about their job or police work.”  
Participant A discussed how in order to make connections and build bonds you have to be 
present and involved.  “They have to see me out and about.”  
Trust and respect.  The literature suggested that trust and respect are vital to 
creating meaningful relationships (Collins, 2001; Covey, 1991; Kouzes & Posner, 2006).  
Trust and respect emerged in the data 23% of the time with 10 out of the 43 codes 
relating to relationships.  According to Harvey & Drolet (2005) “Trust is much like love-
we know it when we see it but we are not sure what creates it” (p. 21).  One police chief 
shared they will learn to trust you through your actions.  “They’re not going to care what 
you think, so they need to know you care about them.”  By your actions and interactions 
with them they learn to trust you.  They need to know you care about them professionally 
and as a person, and that “you aren’t using them for your own gains.”  
The exemplary police chiefs discussed how getting to know every single person in 
their department and meeting their needs, as well as showing them you care, supports 
building trusting relationships in their organizations.  Participant B shared that he felt a 
few things worked best when building relationships with his followers. “One is showing 
them you care about them.  Don’t tell them, but show them.  You do that by being 
interested in them, talking to them, being around them.  Making sure their needs are 
being met and showing you care.  I think doing those things, working together, showing 
and doing, promotes their trust”.  He went on to say that “It’s human nature; you want to 
work with someone who cares about you.”  According to Kouzes & Posner, “Trust is 
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openness.  Trust is valuing other people such that you respect their opinions and 
perspectives.  You listen to them” (2006, p. 74).  The exemplary leaders all felt that trust 
leads right into respect.  Participant A clarified the importance of respect by saying “You 
need to lead from the front.  You need to establish credibility with the folks that you are 
interacting with.  You need to interact with all of them with dignity and respect.”  He 
continued by saying his officers witness him talking with individuals in a respectful 
fashion, and he models the behavior and conduct he expects from his followers.  
Listening.  Listening was referenced and coded in the data 20% of the time in 9 
of the 43 codes relating to relationships.  Participant A shared how he meets with his 
followers not only to review their evaluations but on a regular basis.  By doing so he is 
able to listen to their needs and improve practices based on their input and feedback.  He 
also stated how they are able to communicate openly with him.  They “trust me and they 
know that I’ll listen to them.”  According to Patterson, “you must have believed he or she 
cared about you or about your goals and objectives.  This means you trusted his or her 
purposes so you were willing to listen” (2012, p. 76).  One police chief stated “One way 
to show them that you are there for them is by listening to them.  It’s doesn’t mean you 
always get what they want, but you are there for them and you listen” Taking the time to 
truly listen with your full attention was the message delivered by all three police chiefs.   
Major Findings for Vision 
The theoretical definition of vision is a bridge from the present to the future 
created by a collaborative mindset, adding meaning to the organization, sustaining higher 
levels of motivation, and withstanding challenges (Kouzes & Posner, 2008; Kouzes & 
Posner, 2012; Landsberg, 2003; Mendez-Morse, 1993; Nanus, 1992).  For the purposes 
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of this study, the operational definition of vision is the foresight demonstrated by a 
compelling outlook on the future shared by leaders and followers who are engaged to 
create the future state.  The three exemplary police chiefs were asked a question about the 
behavior related to vision.  They were asked “Are there things that you recall having done 
to develop vision for yourself and your organization?”  The behaviors related to vision 
emerged in 19% of the thematic codes.  During the exemplary leaders’ interviews 39 of 
the total 208 codes that emerged were related to the behavior of vision.  The exemplary 
police chiefs all believed that creating an intuitive, meaningful vision is critical in 
creating meaning for themselves and their followers.  Northouse states, “A competent 
leader will have a compelling vision that challenges people to work toward a higher 
standard of excellence.  A vision is a mental model of an ideal future state” (2009, p. 98).  
 Participant A mentioned how creating a meaningful vision requires leaders to be 
extremely creative.  “The leader has to constantly be exerting himself or herself to try to 
look forward.  To see into the future as to what might that future hold.”  Participant B 
talked about the importance of clearly communicating your vision as well as creating a 
shared vision in order to create buy in.  “I want people to understand and know what that 
vision is.  I want them to incorporate everyday values in our vision.  The biggest thing is 
to show you as a leader see that vision.”  Additionally, Participant C stated, “When you 
develop that vision of where you want to be that’s when you can lead others.”  The 
emerging themes for behaviors related to vision were collaborative mindset, motivation, 
goal, future outlook, and a shared vision by leaders and followers.  Figure 4 below 
represents the vision themes and the number of occurrences related to each theme.  
Participant B eloquently summed vision up by saying “I think the biggest thing I can do 
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as a leader is to build trust and also incorporate their suggestions into what we do or 
where we want to go.”  
 
 
Figure 4:  Graphical Representation Vision Themes as Total Number of Occurrences 
(39) 
 
Collaborative mindset and shared vision.  Having a collaborative mindset and a 
shared vision was a common theme among the exemplary police chiefs, emerging as a 
common theme related to vision in 17 of the 39 codes and 44% of the occurrences.  The 
literature postulated that having a collaborative mindset when creating a vision creates 
meaning, purpose, and sustainability (Kouzes & Posner, 2012; Kouzes & Posner, 2008; 
Landsberg, 2003; Mendez-Morse, 1993; Nanus, 1992).  All three exemplary police chiefs 
reiterated the significance of creating a shared vision that involved the input and 
suggestions of their followers.  Participant A stated, “In your mind’s eye you picture what 
the organization should look like.”  He went on to say you need to bring your team 
toward that vision through collaboration and input.  Participant B mentioned “I solicit 
their input when we are making a change or going in a different direction.”  He continued 
by stating, “I think the biggest thing is to show you as a leader see that vision.”  
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Participant C articulated, “My job is guided by our constitution and bylaws.  For me I 
have to model that vision.”  The police chiefs emphasized the importance of listening to 
their followers and truly hearing what they are saying.  Participant A graciously summed 
it up by stating “Reinforcing and talking regularly about our vision, the how and the why 
of what we do, and the importance of our vision.”  
Motivation.  Motivating their followers to fully comprehend their department’s 
vision emerged as a theme of vision 39% of the time with 15 of 39 occurrences.  The 
exemplary police chiefs felt that being able to motivate their followers with their message 
and end goal of their vision was prudent in creating meaning in their organization relating 
to their vision.  How they shared their department’s vision and how it impacted their 
followers at the different levels was a high priority for creating meaning and purpose.  
If you’re going to lead, you have to recognize that your enthusiasm and 
expressiveness are among your allies in your efforts to generate commitment in 
your constituents.  By using symbolic language, creating word images of the 
future, practicing a positive communication style, tapping to verbal and nonverbal 
expressiveness, and speaking from the heart, you breathe life (the literal definition 
of the word inspire) into a vision (Kouzes & Posner, 2007, p. 143). 
Participant A felt that in order to keep your vision thriving and tangible “You are 
constantly trying to nudge and move the organization towards the bigger picture.”  He 
continued to say you have to effectively express how the vision looks and sounds.  
Participant B stressed the importance of always modeling that vision and “never putting 
your pen down and saying you’re done.”  He went on to say that your vision has to be 
reinforced with your actions and words in order to get others on board.  He went on to 
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express that he motivates his followers by taking the time to communicate with them in a 
positive manner and getting to know what truly matters to them.  
Purpose and mission.  The exemplary police chiefs unanimously stressed the 
importance of the purpose and mission of their organization when it comes to their 
vision.  Purpose and mission emerged in 18% of the vision codes, with those being 7 of 
the 39 codes.  The conversations that materialized focused on the purpose of their 
profession and their responsibilities to protect and serve the community at large.  All 
three exemplary police chiefs stated that they follow the guidelines of the Constitution 
and they model the behaviors they expect their followers to exhibit.  That is their mission 
and the purpose behind what they do.  Participant A mentioned how when everyone 
walks around in their police department, “There are images and replicas of the 
Constitution and the Bill of Rights.”  He continued to say that these images and replicas 
are visual reminders to his followers of what the purpose, mission, and vision is in his 
department.  Participant B shared about the time when he was chief in a new department.  
He shared how he lead by example and worked on building relationships and focused on 
their mission in order to establish a shared vision.  “I want people to know what vision 
is.”  The exemplary police chiefs shared how they have ongoing communication with 
their followers to review, enforce, and implement their vision in a purposeful manner as 
well as aligning it to their department’s mission, which is to protect and serve. 
Major Findings for Inspiration 
The theoretical definition of inspiration is a source of contagious motivation that 
resonates from the heart, transcending the ordinary, and driving leaders and their 
followers forward with confidence (Kouzes & Posner, 2007; Smith, 2015; Thrash & 
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Elliot, 2003).  For the purposes of this study the operational definition of inspiration is 
the heartfelt passion and energy that leaders exude through possibility thinking, 
enthusiasm, encouragement, and hope to create relevant, meaningful connections that 
empower.  
The exemplary police chiefs were asked a question about inspiration.  They were 
asked, “As stated on the card, an inspirational leader empowers staff by exuding 
enthusiasm, encouragement, and hope.  Tell me about some of the things you do to 
inspire your staff to be all they can be.”  The consistent themes that emerged from the 
interviews relating to inspiration were empower followers, encouragement and 
enthusiasm, resonates from the heart, and possibility thinking.  Figure 5 represents the 
inspiration themes that emerged and the number of occurrences of each theme as it relates 
to the inspiration variable.  All three of the exemplary police chiefs emphasized the 
importance of inspiration in order for them to infuse meaning in the organization.  “To 
condense all this to a business bottom line: people (in all jobs and roles) want to feel that 
they matter and that the work they do matters” (Crowley, 2011, p. 9).  Inspiration was 
referenced in 39 of the 208 total codes and 18% of the time.  Participant A explains the 
way he inspires his followers by his upbeat and positive attitude.  An example he used 
was about when his team encounters obstacles.  “When we run up against an obstacle, I 
encourage them to find a positive consequence to whatever it is we’re encountering.”  He 
continued by saying how finding the positive in a negative situation can be a learning 
moment for everyone and encourages a growth mindset mentality.  Participant B 
addressed the importance of positive feedback and encouragement in creating meaning in 
his organization.  One exemplary police chief stressed the importance of connecting with 
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every individual in his department and making sure they know that their chief 
authentically cares about them.   
 
Figure 5.  Graphical Representation of Inspiration Themes as Total Number of 
Occurrences (39) 
Empower followers.  Inspiration includes behavior relating to empowering 
others.  Empower followers emerged in the codes 19 of the 39 times (49%).  “When 
people place a high value on what they are doing, they are more motivated” (Northouse, 
2009, p. 147).  
The literature yielded that leaders who encourage their followers to take risks and 
not limit their potential due to the fact they may make errors along the way, are leaders 
who inspire a collaborative spirit and support innovation (Kaufman, 2011; Kouzes & 
Posner, 2007; Walumbwa, Christensen & Muchiri, 2013; Zenger and Folkman, 2013).  
One exemplary police chief shared how he empowers his followers by providing the 
necessary training and knowledge they need to continue to build their capacity as officers 
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and future leaders.  He continued to say that when mistakes occur he provides the 
necessary feedback and training to turn it into a learning moment and shift the situation 
from a negative to a positive outcome.  “There has to be the positive attitude or push 
towards finding the positive aspects has to be genuine.”  
Encouragement and enthusiasm.  Encouragement and enthusiasm surfaced as a 
theme within the variable of inspiration 28% of the time with 11 of the 39 referenced 
codes.  Ulrich & Ulrich state, “Leaders communicate formally and informally the things 
that matter most to them.  When communications include not only facts but feelings, 
leaders can touch hearts as well as minds” (2010, p.255).  Encouragement and enthusiasm 
was echoed by all three exemplary police chiefs as a must in creating meaning in their 
organization.  The exemplary leaders felt that having a positive outlook creates 
enthusiasm in their organization.  Participant A said, “I’m not a cheerleader per say but 
I’m generally upbeat and positive.  They are used to seeing me that way.”  Participant C 
shared how his actions of engaging with all shareholders and taking the time to visit the 
different departments within his organization creates inspiration for his followers.  “This 
creates self-motivation.”  He is well known in the community because he takes the time 
to go out and build those connections that leave lasting impressions.  He summed it up by 
stating, “Inspiration doesn’t mean you push people, it means they’re going to work just as 
hard whether you’re watching them or not.”  Participant B shared how the praise he has 
given his followers has impacted them more than he realized.  “I’ve had officers say to 
me that what you said to me meant a lot.  That encouraged me to do better.”  
Resonates from heart.  Resonates form the heart occurred as a theme within the 
variable of inspiration 15% of the time with 6 of the 39 codes referenced.  Being genuine 
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in your actions and words was reaffirmed by all three exemplary police chiefs when it 
comes to creating meaning.  “As much as others may need to change, or may want to 
change, the only person we can continually inspire, prod, and shape -with any degree of 
success-is the person in the mirror” (Patterson, 2012, p.35).  Participant C summed it up 
exquisitely, “You have to be genuine.  It goes back to legitimacy.”  He continued to 
explain how one of his mangers told him that he changed his behavior due to the fact that 
he was inspired by his leadership.  The exemplary leader’s follower is more willing to 
collaborative with others in the department and feels more connected than he previously 
felt.  Participant C stated, “I’m glad to see that change.”  
Possibility thinking.  Possibility thinking was referenced and coded in the data 
8% of the time in 3 of the 39 codes relating to inspiration.  Kouzes & Posner mention, 
“You have to own up to your mistakes and reflect on your experiences so that you gain 
the learning necessary to be better the next time around.  Resilience is critical to 
leadership and learning” (2006, p. 167-168).  One exemplary police chief mentioned, that 
even when he has to discipline his officers, he always positive and builds them up.  The 
exemplary leader lets them know that they are good officers however, they did something 
that needs to be corrected.  The approach focuses on the what’s ahead and how what was 
learned from this experience can shape future actions or discussions.  Participant A 
shared how being an optimistic person guides his forward thinking leadership strategies 
in order to creating a meaningful future for himself and his followers.  Participant B 
affirmed, if you can’t visualize your vision and the direction you want to go, your 
followers won’t understand the intention and then it won’t come to fruitions. 
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Major Findings for Wisdom 
The theoretical definition of wisdom is the ability to utilize cognitive, affective, 
and reflective intelligences to discern unpredictable and unprecedented situations with 
beneficial actions (Baltes & Staudinger, 2000; Kekes, 1983; Pfeffer, 2010; Spano, 2013; 
Sternberg, 1998).  For the purpose of this study, the operational definition of wisdom is 
the reflective integration of values, experience, knowledge, and concern for others to 
accurately interpret and respond to complex, ambiguous, and often unclear situations.  
The variable wisdom was referenced 10% of the time with 21 of the 208 total variable 
codes.  Although the three exemplary police chiefs felt wisdom was an essential variable 
for unequivocally creating meaning in their organization, based on the coding that 
emerged for the data, it was the least important of the five variables.  Mautz (2015) 
stated: 
It is meaningful for you as you convert your wisdom into a living legacy, and 
equally meaningful for the recipient, who is all the richer for having received the 
knowledge.  What may seem like simple, hard-learned truths to you might be 
profound advice for another.  (p. 73)  
The emerging themes relating to wisdom were accurately interpret and respond, 
experience, and knowledge.  Figure 6 represents the wisdom themes that emerged and the 
number of occurrences of each particular them related to the wisdom variable.  The last 
question asked during the interviews pertained to wisdom.  “The fifth item on the card is 
Wisdom.  As the card states, responding effectively to unclear, complex issues is called 
for here.  Can you describe a time when your organization faced a very complex or 
unclear situation?”  The exemplary police chiefs discussed the value of continuing to 
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build their knowledge in all aspects of their position, their past experiences and years of 
experience to date in order to support their followers.  All three exemplary leaders 
mentioned that staying abreast in regards to new laws and policies are imperative to their 
current positions and in building the capacity of their followers.  
 
 
Figure 6. Graphical Representation of Wisdom Themes as Total Number of Occurrences 
(21)   
Accurately interpret and respond.  Wisdom is demonstrated with how an 
individual accurately interprets and responds to a situation.  Accurately interpret and 
respond transpired in the codes 48% of the time with 10 out of the 21 codes.  The 
literature demonstrated the importance of exemplary leaders guiding their followers in a 
direction that has a positive impact on the organization as well as having meaning and 
purpose (Lusgarten, 2007; Mckenna, Rooney, & Boal, 2009).  The exemplary police 
chiefs clearly display the ability to accurately interpret and respond to situations 
throughout the interview process.  Each exemplary leader discussed a time or situation 
when they had to use their wisdom in interpreting and responding to a difficult situation.  
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Participant A shared how taking the time to fully and accurately investigate a situation is 
crucial in their line of work.  He continued to say, “Jumping to conclusions doesn’t serve 
our victims and it doesn’t serve our mission.”  Participant B stated that, “I think part of 
having wisdom is knowing you don’t have all the answers.”  He continued to share how 
in order to respond accurately you need to at times listen to different perspective and 
understanding different viewpoints in order to reach the best discussion.   
Knowledge.  Knowledge emerged 29% of the time with 6 of the 21 referenced as 
codes relating to wisdom.  Participant B reiterated the importance of continuing to build 
his capacity and staying abreast of new laws and regulations and sharing his knowledge 
with his followers.  Leaders that continue to build their knowledge from present and past 
experiences have the wisdom to guide their followers in building their capacity and 
creating a growth mindset mentality (Ardelt; 2003; Denning, 2011; Gluck & Bluck, 2011; 
Kouzes & Posner, 2016).  Participant A mentioned the significance and positive impact 
that continuing to build your knowledge has on his followers as well as on himself.  He 
stated, “Our folks receive a great deal of training both outside of our organization and 
within that reinforces our standards of behavior, code of conduct, and best practices.”  
Participant B shared how he is able to support his followers in building knowledge as 
well as building his own knowledge by conducting 360-degree evaluations. 
Experience.  The literature yielded that wisdom is calculated by an individual’s 
insight, experience and knowledge which in turn guides them as they lead other 
effectively (Ardelt, 2004; Mautz, 2015; Mckenna, Rooney, & Boal, 2009).  The 
exemplary leaders all believed that experience has guided them in building the capacity 
of their followers.  One exemplary leader stated that his experience has helped establish 
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and maintain his credibility within his organization.  The three exemplary police chiefs 
together had over 88 years of experience in law enforcement.  Experience as it related to 
the variable of wisdom emerged as a theme 24% of the time with 5 of the 21 referenced 
codes.  According to Kouzes & Posner experience, “Is something people use to measure 
themselves by: the time they look upon as their peak or highest-performing experience 
(2016 p. 23).  Participant B described how important it is for exemplary leaders to have 
experience as it relates to wisdom. “It takes a lot of leadership and wisdom if you will go 
walk through the minefield and try not to hit any mines.”   
The behaviors related to character, vision, relationships, wisdom, and inspiration 
yielded through the qualitative interviews, to have significance for the success of 
exemplary leaders in creating personal and organizational meaning for themselves and 
their followers.  The results for the quantitative interviews are explained in the following 
section.  
Data Results for Research Question Two 
The quantitative research question two asked, “To what degree do followers 
perceive the behaviors related to character, vision, relationships, wisdom, and inspiration 
help to create personal and organizational meaning?”  Through the distribution of an 
electronic survey the data for research question two was sent to 36 followers of the three 
exemplary police chiefs.  The quantitative electronic survey was deployed to the 36 
followers via email.  The email addressed the survey and included a brief description of 
the thematic study, the length of the survey and the SurveyMonkey link to the Leaders 
Behaviors survey.  The survey included the Informed Consent Form along with the 
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Participants Bill of Rights.  In order for the followers to begin the survey they needed to 
acknowledge they read and agreed to both documents.  
The results of the survey were separated and broken down into the five variables 
of relationships, character, inspiration, vision, and wisdom.  The surveys were deployed 
to 36 followers of the exemplary police chiefs.  Of the 36 surveys that were deployed, 22 
followers responded to the survey therefore, the 22 followers were utilized in the results 
of the data.  The results of the surveys were collected and then analyzed.  The numbers in 
parenthesis represent the total number of answers for each specific variable.  The 22 
respondents were asked about 5 behavior questions for the variables relationships, 
character, inspiration, and vision, resulting in 110 (22*5=110) answers relating to each 
variable.  The 22 respondents were asked about 10 (22*10=220) behaviors for the 
wisdom variable resulting in 220 answers.  Additionally, the Leaders Behaviors 
addressed a series or related behaviors for each variable of character, relationships, 
vision, wisdom, and inspiration.  Each respondent was asked to rank the related behaviors 
as Not Important, Marginally Important, Somewhat Important, Important, Very 
Important, or Critically Important, based on the importance of the leadership behavior in 
developing meaning in their organization.  The variables of character, relationships, 
vision, and inspiration each assessed 5 related behaviors and wisdom assessed 10 related 
behaviors.  Table 4 represents data results of the five variables and are summarized in the 
chart below.  The related major findings are described for each variable.  
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Table 4 
Summation of Number of Responses and the Perceived Degree of Importance to How 
Each Variable Helps to Create Meaning – Includes % and Mean of Totals 
 
 Degree of Importance by the Number and % of Responses, Plus Total Mean 
Variables 
(total # of 
answers) 
Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Relationships 
(110) 
0 0.0% 1 0.9% 3 2.7% 19 17.3% 50 45.5% 37 33.6% 5.08 
Character 
(110) 
0 0.0% 0 0.0% 2 1.8% 18 16.4% 48 43.6% 42 38.2% 5.18 
Inspiration 
(110) 
1 0.9% 3 2.76% 4 3.6% 24 21.8% 47 42.7% 31 28.2% 4.75 
Wisdom 
(220) 
2 0.9% 3 1.4% 14 6.4% 43 19.5% 98 44.5% 60 27.3% 4.78 
Vision 
(110) 
1 0.9% 3 2.7% 4 3.6% 24 21.8% 47 42.7% 31 28.2% 4.86 
 
The survey results yielded that the greatest number of responses perceived 
character to be Critically Important with 42 responses (38.2%), followed right by 
relationships to be Critically Important with 37 responses (33.6%).  The degree of 
importance perceived by the respondents for the variables of vision and inspiration as 
Critically Important yielded the same results with 31 responses (28.2%) for vision and 31 
responses (28.2%) for inspiration.  The respondents perceived wisdom to be Critically 
Important with 60 responses (27.3%).  Wisdom was perceived by the respondents to be 
Critically Important however, less Critically Important when compared to the variables 
of character, relationships, vision, and inspiration. 
Analyzing the data further, the quantitative survey results yielded that 
relationships variable was slightly higher than the answers related to character behaviors 
for being Very Important.  The respondents perceived relationships to be Very Important 
with 50 responses (45.5%), closely followed by wisdom with 98 responses (44.5%) and 
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character with 48 responses (43.6%) and inspiration and vision yielding the same results 
with 47 responses (42.7%).  It is important to understand that due to the fact that wisdom 
had 10 behavior questions and the other 4 variables had 5 behavior questions, the 
responses for wisdom is doubled.  The results of this quantitative survey corresponded 
with the qualitative results of the exemplary police chiefs.  The exemplary police chief 
interviews yielded that character was the most important variable in creating personal and 
organizational meaning with 66 of the codes referencing (32%) character, followed by 
relationships with 20% and 43 codes referenced.  Vision and inspiration were referenced 
the same amount of the time with 39 codes referenced (19%).  Although the exemplary 
police chiefs felt wisdom was significant in creating personal and organizational 
meaning, it was referenced the least amount of times with 21 referenced codes (10%).  
The mean was used in addition to the percentage.  “The mean is simply the arithmetic 
average of all the scores” (McMillan & Schumacher, 2010, p. 157).  The last column in 
Table 4 represents the mean of the variables.  Character had a marginally higher mean 
with 5.18 than relationship with a mean of 5.08.  The major findings for the data results 
for each variable are described below.  
Major Findings for Relationships 
The respondents were asked to rank each question for the variable of relationships 
as to their perception of the importance of each related behavior from Not Important to 
Critically Important.  Table 5 below displays the survey results for the variable of 
relationships.  
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Table 5   
Summation of the Relationships Variable and its Related Behaviors – Includes the 
Number and % of Responses, as well as the Mean 
 
 Degree of Importance by Number and % of Responses and Mean 
Relationship 
Themes 
Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Continuously 
promotes our 
team’s moving 
together as one 
unit to serve a 
common 
purpose. 
0 0.0% 0 0.0% 0 0.0% 0 0.0% 13 59.1% 9 40.9% 5.41 
Creates an 
environment of 
trust among 
leaders and team 
members in the 
organization. 
0 0.0% 0 0.0% 0 0.0% 0 0.0% 3 13.6% 19 86.4% 5.86 
Behaves in a way 
that shows she/he 
cares about the 
team members. 
0 0.0% 0 0.0% 1 4.5% 3 13.6% 13 59.1% 5 22.7% 5.00 
Communicates in 
a clear, 
meaningful way. 
0 0.0% 0 0.0% 1 4.5% 9 40.9% 10 45.5% 2 9.1% 4.59 
Encourages team 
members to share 
leadership when 
performing tasks. 
0 0.0% 1 4.5% 1 4.5% 7 31.8% 11 50.0% 2 9.1% 4.55 
Overall Degree 
of Importance 0 0.0% 
1 0.9% 3 2.7% 19 17.3% 50 45.5% 37 33.6% 5.08 
 
The data yielded that 19 out of the 22 (87%) of the respondents noted that the 
behavior related to the relationships variable that was Critically Important in developing 
meaning was the statement: “Creates an environment of trust among leaders and team 
members in the organization.”  The results correspond directly with the literature with the 
seminal works or numerous authors.  In order for leadership to be successful in an 
organization, leaders need to create trusting relationships with their followers (Collins & 
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Porras, 2002; Covery, 2004; Kouzes & Posner, 2006, 2007; Northouse, 2009; Seligman, 
2011).  The results showed that all of the respondents felt that leaders that create a 
trusting environment was Critically Important or Very Important in their organization.  
According to Kouzes & Posner, “At the heart of collaboration is trust.  It’s the central 
issue in human relationships within and outside organizations.  Without trust you cannot 
lead.  Without trust you cannot get extraordinary things done” (2007, p. 224).   
The findings further yielded that the second most crucial relationships behaviors 
that were perceived as Very Important by 13 (59.1%) of the respondents was the 
response: “Continuously promotes our team’s moving together as one unit to serve a 
common purpose” and “Behaves in a way that shows she/he cares about the team 
members”, which had the identical results from the respondents.  Additionally, only one 
behavior related to relationships had Marginally Important as a response: “Encourage 
team members to share leadership when performing tasks”, with 1 (4.5%) respondent.  It 
is important to note that of the 5 relationship behaviors none had Not Important as a 
response.  The results of the overall date yielded, that 96.4% of all the respondents 
perceived the behaviors relating to relationships were either Critically Important, Very 
Important or Important in developing meaning.  
Major Findings for Character 
The respondents were asked to rank each question for the variable of character as 
to their perception of the importance of each related behavior from Not Important to 
Critically Important.  Table 6 below displays the survey results for the variable of 
character. 
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Table 6   
Summation of the Character Variable and its Related Behaviors – Includes the Number 
and % of Responses, as well as the Mean 
 
 Degree of Importance by Number and % of Responses and Mean 
Character 
Themes 
Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Behaves in 
an ethical 
manner 
when 
dealing with 
others. 
0 0.0% 0 0.0% 0 0.0% 0 0.0% 11 50.0% 11 50.0% 5.50 
Actively 
listens when 
communicat
ing with 
others. 
0 0.0% 0 0.0% 0 0.0% 2 9.1% 9 40.9% 11 50.0% 5.41 
Responds to 
challenging 
situations 
with 
optimism.  
0 0.0% 0 0.0% 1 4.5% 4 18.2% 10 45.5% 7 31.8% 5.05 
Actions with 
others show 
that he/she 
can be 
trusted. 
0 0.0% 0 0.0% 0 0.0% 6 27.3% 9 40.9% 7 31.8% 5.05 
Actions 
show 
concern for 
the well-
being of 
others. 
0 0.0% 0 0.0% 1 4.5% 6 27.3% 9 40.9% 6 27.3% 4.91 
Overall 
Degree of 
Importance 
0 0.0% 0 0.0% 2 1.8% 18 16.4% 48 43.6%  42 38.2% 5.18 
 
The results for the behaviors related to the character variable yielded that 50% of 
the respondents, felt that “Behaves in an ethical manner when dealing with others” and 
“Actively listens when communicating with others” were equally as important, with 11 
out of the 22 respondents perceiving these behaviors as Critically Important.  The data 
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overall revealed that 98.2% of all the respondents perceived the character variable as 
Critically Important (38.2%), Very Important (43.6%), or Important (16.4%).  None of 
the respondents felt that the character variable was Marginally Important or Not 
Important.  Furthermore, only two of the respondents perceived the behaviors related to 
character as Somewhat Important.  
According to Bradberry & Greaves, “Listening is just about hearing the words; 
it’s also about listening to the tone, speed and volume of voice.  What is being said? 
Anything not being said?” (2009, P. 160).  The two behaviors relating to character that 
was perceived by the respondents as Critically Important and that excelled above the rest 
with 50.0% were, “Activity listens when communicating with others” and “Behaves in an 
ethical manner when dealing with others.”  Behaves in an ethical manner had the highest 
mean score of 5.50 followed by activity listens with a mean score of 5.41, in creating 
meaning within their organization.  Howard & Korver state, “We need to know how to 
clarify ethical issues, create alternatives, and choose not just the right actins but the 
“best” actions to build character and strengthen relationships” (2008 p. 89).  The results 
yielded that the three other character behaviors: “Responding to challenging situations 
with optimism,” “Actions with others show that he/she can be trusted” and “Actions 
show concern for the well-being of others,” were ranked closely with either 45.5% or 
40.9% as Very Important for creating meaning.   
Major Findings for Vision 
The respondents were asked to rank each question for the variable of vision as to 
their perception of the importance of each related behavior from Not Important to 
Critically Important.  Table 7 below displays the survey results for the variable of vision. 
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Table 7  
Summation of the Vision Variable and its Related Behaviors – Includes the Number and 
% of Responses, as well as the Mean 
 
 Degree of Importance by Number and % of Responses and Mean 
Vision 
Themes 
Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Communicates 
organization’s 
vision in a way 
in which team 
members 
support it.  
0 0.0% 0 0.0% 0 0.0% 1 4.5% 6 27.3% 15 68.2% 5.64 
Engages team 
members in 
creating a 
vision for the 
future 
1 4.5% 1 4.5% 1 4.5% 8 36.4% 9 40.9% 2 9.1% 4.32 
Behavior 
reflects 
organizational 
vision when 
making 
decisions.  
0 0.0% 1 4.5% 1 4.5% 5 22.7% 12 54.5% 3 13.6% 4.68 
Promotes 
innovation that 
aligns with the 
organization’s 
vision. 
0 0.0% 1 4.5% 0 0.0% 5 22.7% 9 40.9% 7 31.8% 4.95 
Demonstrates 
thinking 
toward the 
future through 
conversations 
and actions. 
0 0.0% 0 0.0% 2 9.1% 5 22.7% 11 50.0% 4 18.2% 4.71 
Overall 
Degree of 
Importance 
0 0.9% 3 2.7% 4 3.6% 24 21.8% 47 42.7% 31 28.2% 4.86 
 
The behavior related to vision that surpassed the other vision behaviors was the 
following statement: “Communicates organization’ vision in a way in which team 
members support it.”  The respondents felt this vision behavior was Critically Important 
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in creating meaning with 68.2%.  Northouse states, “The leader is a living example of the 
ideals articulated in the vision.  For example, if the vision is to promote a deeply 
humanistic organization, the leader needs to demonstrate qualities such as empathy and 
caring every action” (2009 p. 97).  The qualitative interviews yielded similar results from 
the exemplary leaders.  The exemplary felt that is was essential to communicate the 
vision effectively in order to creating meaning.  Additionally, 42.7% of the respondents 
felt the 5 behaviors relating to vision are Very Important, 21.8% of the respondents felt 
the behaviors were Important and 3.6% of felt the 5 behaviors were Somewhat Important.  
Only one respondent felt the response: “Engages team members in creating a vision for 
the future” was Not Important as a behavior in vision for creating meaning.   
Major Findings for Inspiration 
The respondents were asked to rank each question for the variable of inspiration 
as to their perception of the importance of each related behavior from Not Important to 
Critically Important.  Table 8 below displays the survey results for the variable of 
inspiration. 
Table 8   
Summation of the Inspiration Variable and its Related Behaviors – Includes the Number 
and % of Responses, as well as the Mean 
 
 Degree of Importance by Number and % of Responses and Mean 
Inspiration 
Themes 
Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important 
Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Works with 
team members 
in a way that 
generates 
enthusiasm 
within teams. 
0 0.0% 0 0.0% 1 4.5% 3 13.6% 14 63.6% 4 18.2% 4.95 
 (continued) 
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 Degree of Importance by Number and % of Responses and Mean 
Inspiration 
Themes 
Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important 
Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Recognizes 
achievements 
of teams and 
team members. 
0 0.0% 0 0.0% 2 9.1% 0 0.0% 16 72.7% 4 18.2% 5.00 
Encourages 
team members 
to innovate in 
order to 
advance the 
organization’s 
leading edge. 
0 0.0% 0 0.0% 2 9.1% 5 22.7% 12 54.5% 3 13.6% 4.73 
Engages in 
activities that 
build 
confidence 
among team 
members. 
0 0.0% 1 4.5% 1 4.5% 4 18.2% 14 63.6% 2 9.1% 4.68 
Empowers 
team members 
to take 
reasonable 
risks when 
problem 
solving. 
0 0.0% 2 9.1% 3 13.6% 4 18.2% 10 45.5% 3 13.6% 4.41 
Overall 
Degree of 
Importance 
0 0.0% 3 2.7% 9 8.2% 16 14.5% 66 60.0% 16 14.5% 4.75 
 
Ulrich & Ulrich state, “When communications include not only facts by feelings, 
leaders can touch hearts as well as minds.  The survey results yielded that 14.5% of the 
respondents feel the behaviors related to vision were Critically Important while 60.0% of 
the respondents felt that the 5 behaviors were Very Important.  The respondents felt that 
the behavior of “Recognizes achievements of teams and team members” was Very 
Important with 72.7% respondents selecting that behavior as creating meaning.  The data 
results from the exemplary leaders’ interviews paralleled the importance of recognizing 
achievements of teams as a behavior of inspiration in order to creating meaning. 
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Furthermore, 63.6% of the respondents felt that both of the behaviors of the 
response: “Works with team members in a way that generates enthusiasm within teams” 
and “Engages in activities that build confidence among team members” were Very 
Important in developing meaning.  None of the followers felt that the behaviors relating 
to inspiration were Not Important in creating meaning.  The overall mean for inspiration 
was 4.41 as compared to character with a mean of 5.18, relationships with a mean of 5.08 
and vision with a mean of 4.86.  The respondents found vision to be a behavior needed in 
creating meaning however, not as important for creating personal and organizational 
meaning as character, relationships, and vision behaviors are.   
Major Findings for Wisdom 
The respondents were asked to rank each question for the variable of wisdom as 
to their perception of the importance of each related behavior from Not Important to 
Critically Important.  Table 9 below displays the survey results for the variable of 
wisdom. 
Table 9   
Summation of the Wisdom Variable and its Related Behaviors – Includes the Number and 
% of Responses, as well as the Mean 
 
 Degree of Importance by Number and % of Responses and Mean 
Wisdom Themes Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
When working 
with teams and 
team members, 
continuously keeps 
the overall goals of 
the organization as 
part of the 
conversations. 
0 0.0% 0 0.0% 0 0.0% 1 4.5% 8 36.4% 13 59.1% 5.55 
 (continued) 
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 Degree of Importance by Number and % of Responses and Mean 
Wisdom Themes Not 
Important 
Marginally 
Important 
Somewhat 
Important 
Important Very 
Important 
Critically 
Important 
Total 
Mean 
 N % N % N % N % N % N %  
Evaluates the 
quality of decision 
making by 
discussing 
similarities of past 
situations with 
team members. 
0 0.0% 0 0.0% 2 9.1% 7 
31.8
% 
6 27.3% 7 31.8% 4.82 
Demonstrates 
compassion toward 
team members.  
0 0.0% 1 4.5% 1 4.5% 3 13.6% 8 36.4% 9 40.9% 5.05 
Behavior reflects 
an understanding of 
life’s complexities. 
1 4.5% 1 4.5% 4 18.2% 2 9.1% 12 54.5% 2 9.1% 4.32 
Integrates personal 
values with 
organizational 
values when 
interacting with 
team members. 
1 4.5% 0 0.0% 2 9.1% 2 9.1% 14 63.6% 3 13.6% 4.68 
Brings personal 
knowledge to the 
table when 
responding to 
complex situations 
within the 
organization. 
0 0.0% 0 0.0% 0 0.0% 1 4.5% 7 31.8% 14 63.6% 5.59 
Takes action by 
doing the “right 
thing” in a variety 
of organizational 
settings. 
0 0.0% 0 0.0% 0 0.0% 8 36.4% 12 54.5% 2 9.1% 4.73 
Displays expertise 
when working in a 
variety of situations 
within the 
organization. 
0 0.0% 1 0.0% 0 0.0% 7 31.8% 9 40.9% 5 22.7% 4.77 
Considers past 
experiences when 
responding to 
complex situations 
within the 
organization. 
0 0.0% 0 4.5% 2 9.1% 8 36.4% 10 45.5% 2 9.1% 4.55 
Shows concern for 
others. 0 0.0%  0.0% 3 13.6% 4 18.2% 12 54.5% 3 13.6% 4.68 
Total 2 0.9% 3 1.4% 14 6.4% 43 19.5% 98 44.5% 60 27.3% 4.78 
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“Such is the wisdom you have to pass along, encasing it in a lasting legacy as you 
go, if you are intentional” (Mautz, 2015, p.74).  The results from the qualitative 
exemplary leaders’ interviews yielded that wisdom and knowledge relating to one’s past 
experiences can impact meaning in the organization.  The followers were asked to rank 
10 questions relating to the variable of wisdom and the degree of importance of each 
question as it relates to wisdom and creating meaning in the organization.  The results of 
wisdom behavior: “Brings personal knowledge to the table when responding to complex 
situations with the organization” 63.6% of the respondents felt the behavior was 
Critically Important followed by the behavior: “When working with teams and team 
members, continuously keeps the overall goals of the organization as part of the 
conversations” with 59.1%.  The behavior of bringing personal knowledge also had the 
highest mean within wisdom with a mean of 5.59.  Future 63.6% of the respondents felt 
the behavior: “Integrates personal values with organizational values when interacting 
with team members” as Very Important and only 0.9% of the respondents felt the 
behaviors relating to wisdom were not important in developing meaning within the 
organization.  The lowest ranking mean within the behaviors of wisdom was 4.32% with 
the response: Behavior reflects an understanding of life’s complexities.  
Summary 
The data results that emerged from the qualitative interviews and quantitative 
surveys supported the five variables of character, relationships, wisdom, vision, and 
inspiration as behaviors which exemplary police chiefs use to create meaning personally 
and professionally.  Moreover, the results that emerged from the research supported the 
138 
degree of importance to which exemplary leaders use these behaviors as all five variables 
being used consistently and concurrently for meaning in the workplace.  
Table 10:   
Summation of the Five Variables with Related % of Codes from Exemplary Police Chiefs 
and % of Data Results who Noted Behaviors as Critically Important   
 
Variable % Codes for Exemplary 
Leaders 
% Codes for Critically 
Important 
Character 32% 38.2% 
Relationships 20% 33.6% 
Vision  19% 28.2% 
Inspiration 19% 14.5% 
Wisdom 10% 27.3% 
 
The findings from the data of the exemplary police chiefs and their followers had 
similar significance for the 5 variables as being important in creating meaning within 
their organization.  The data results yielded that the exemplary police chiefs referenced 
character as being the most important variable with 32% of the codes and the followers 
agreed with character being Critically Important with 38.2%.  The exemplary police 
chiefs referenced relationships 20% of the codes and the followers concurred with 33.6% 
of the respondents stating relationships were Critically Important.  Additionally, the data 
showed that the exemplary leaders ranked vision third in importance and referenced 
vision 19% of the codes and the followers felt that vision was Critically Important, but 
not as important as character and relationships in creating meaning.  The variables of 
inspiration and wisdom were reversed with the exemplary leaders’ referenced inspiration 
19% of the time and wisdom was reference 10% of the time, whereas the followers felt 
that wisdom was Critically Important with 27.3% followed by inspiration with 14.5%.  
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The overall findings concluded that the exemplary leaders and the followers had 
similar results relating to the five variables of character, relationships, vision, wisdom, 
and inspiration for creating meaning.  The findings future revealed that the behaviors of 
trust, honesty, ethics and integrity were common themes when it came to the variables of 
character and relationships within the literature and among the exemplary police and 
followers.  Trust was the highest behavior in the Leaders Behaviors survey as it related to 
the variable of relationships with 86.4% of the respondents felt it was Critically 
Important.  Ethical manner was the next highest with 50.0% as it related to the variable of 
character followed by 31.8% for trust as it related to character for creating meaning 
(Covey, 1991; Howard & Korver, 2008; Kouzes & Posner, 2006; Patterson. 2008; 
Northouse, 2009; Ulrich & Ulrich; 2010).  
Chapter IV described the findings and data results for this study that emerged 
from the qualitative and quantitative data.  Chapter V will address the findings of this 
mixed-methods case study in more details.  Chapter V will summarize the study and 
address the major findings, unexpected findings, further recommendations for research, 
implications for actions, and concluding remarks and reflections of the researcher.   
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 
Overview  
Chapter V starts with the overview of the research study, beginning with the 
purpose statement, research questions, methodology, population and the sample.  Chapter 
V describes and summarizes the major findings, unexpected findings, conclusions, 
implications and recommendations for further research.  This chapter closes with 
reflections and concluding remarks.   
Purpose Statement  
The purpose of this mixed-method case study was to identify and describe the 
behaviors that exemplary police chiefs use to create personal and organizational meaning 
for themselves and their followers through character, vision, relationships, wisdom, and 
inspiration. 
 In addition, it was the purpose of this study to determine the degree of 
importance to which followers perceive the behaviors related to character, vision, 
relationships, wisdom, and inspiration help to create personal and organizational 
meaning. 
Research Questions 
1. What are the behaviors that exemplary police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, 
vision, relationships, wisdom, and inspiration? 
2. To what degree do followers perceive the behaviors related to character, 
vision, relationships, wisdom, and inspiration help to create personal and 
organizational meaning?  
141 
Methodology 
The methodology used for this study was an exploratory mixed-method research 
design.  The mixed-methods approach allowed for the researcher to conduct both 
qualitative and quantitative research. “Mixed methods yield both statistics and stories” 
(Patton, 2015, p. 15).  The researcher conducted the qualitative study by interviewing two 
exemplary police chiefs via face-to-face interviews and one exemplary police chief via a 
video call interview.  The interviews that were conducted followed the series of questions 
on the Interview Schedule (Appendix A) that was developed by the peer researchers.  The 
purpose of the interviews was to identify and describe the behaviors exemplary police 
chiefs use to create personal and organizational meaning for themselves and their 
followers.  The quantitative portion of the study was carried out by a survey labeled 
Leader Behaviors (Appendix B) that was developed by the peer researchers.  The Leader 
Behaviors survey was sent out to 36 followers who were asked to participate.  The 
quantitative survey asked 30 fixed-choice questions to determine the degree to which 
followers perceive the behaviors related to character, vision, relationships, wisdom, and 
inspiration help to create personal and organizational meaning.  Twenty-two out of the 36 
participants completed the survey.  
Population 
According to McMillan & Schumacher, “A population is a group of elements or 
cases, whether individuals, objects, or events, that conform to specific criteria and to 
which we intend to generalize the results of the research” (2010, p. 129).  According to 
Reaves (2011), there are over 509 law enforcement agencies in California as reported in 
2008 by the U.S Bureau of Justice Statistics.  These law enforcement agencies include 
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Municipal agencies, State, County, College and University, Federal and School agencies.  
“Of the police agencies, there are 261 municipal police departments, 42 
college/university police departments, 24 special district police departments, and 21 
school district police departments” (Fuzie, C. M., 2016).  Each one of these departments 
has a police chief that supervises and leads these municipal agencies.  The 261 municipal 
police agencies represent the larger population for this study. 
Municipal police chiefs in California are responsible for planning and 
coordinating activities of their department.  They are responsible for staffing, effectively 
addressing operational needs, community policing, and establishing procedures to 
prevent crime.  They are also responsible for the budget, implementing policies, and 
executing disciplinary actions.  The police chiefs are also responsible for maintaining 
department morale as well as accessibility and visibility in their community to create 
understanding and positive relationships.  
Target Population   
According to McMillan & Schumacher (2010), a target population for a study is 
the entire set of individuals chosen from the overall population for which the study data 
are to be used to make inferences.  The target population defines the population to which 
the findings of a survey are meant to be generalized.  It is typically not feasible, be it for 
time or cost constraints, to study large groups; therefore, the researcher chose population 
samples from within a larger group.  The sample population for this study was identified 
as municipal police chiefs in California within a 150-mile radius of Los Angeles County 
(that is, LA and Orange County) and the state of Utah, who represent the sampling pool 
143 
for this study.  The researcher had to select 3 exemplary municipal police chiefs that met 
at least five of the following criteria: 
1. Evidence of successful relationships with stakeholders. 
2. Evidence of leadership behaviors promoting a positive and productive 
organizational culture.  
3. Have five or more years of experience in that profession or field. 
4. Written/published/ or presented at conferences or association meetings. 
5. Recognized by peers as a successful leader. 
6. Membership in associations of groups focused on their field.  
Sample  
The sample is a group of participants in a study selected from the population from 
which the researcher intends to generalize.  According to McMillan and Schumacher 
(2010) a sampling is selecting a “group of individuals from whom data are collected” (p. 
129).  Similarly, Patton (2015) and Creswell (2003) defined a sample as a subset of the 
target population representing the whole population.  According to McMillan and 
Schumacher (2010), purposeful sampling is when the researcher “selects a sample that is 
representative of the population or that includes subjects with needed characteristics” (p. 
138).  Purposeful sampling was chosen as the method of sample selection based on the 
criteria used for the exemplary leaders selected from the target population of municipal 
police chiefs in Utah and in California, from LA and Orange County.  In addition to 
purposeful sampling, convenience sampling was also utilized.  Due to limitations on 
time, cost, and accessibility, convenience sampling was also utilized for proximity and 
accessibility reasons for the researcher.   
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The site of municipal police departments and police chiefs was selected to align 
the research focus on the research problem and the ability to interview a select group of 
police chiefs.  The researcher employed a panel of experienced police chiefs, not 
included in the study, who were asked to nominate police chiefs to be included in the 
study that met five or more of the established criteria for participation.  Each of the law 
enforcement members of the panel have a doctorate in organizational leadership and have 
completed advanced training at police and military academies.  The three police chiefs 
receiving the most nominations were selected as the sample.  The panel used the 
screening data to narrow down the sample size to one police chief in Utah and two 
municipal police chiefs in California in the identified counties in the target population 
that met the selection criteria.  As stated by McMillan and Schumacher (2010), 
purposeful sampling “selects a sample that is representative of the population or that 
includes subjects with needed characteristics” (p. 138).  The participants selected for this 
study met the criteria of exemplary leaders as well as meeting the geographical 
constraints that would have impacted the researcher.  
Quantitative Sampling  
The quantitative sample population was chosen once the police chiefs were 
selected based on the specific criteria sampling.  The followers that were selected for the 
quantitative sample were chosen as the sample population for the survey due to the fact 
that they were the followers of the selected police chiefs.  The participants selected for 
the sampling were followers that worked directly under the police chiefs.  The surveys 
were sent out electronically through SurveyMonkey to 12 followers of each police chief.   
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Major Findings 
The purpose of this study was to identify and describe the behaviors that 
exemplary police chiefs use to create personal and organizational meaning for themselves 
and their followers through character, vision, relationships, wisdom and, inspiration.  
There were several major findings for research question one and research question two 
which were summarized and presented in Chapter IV.  The two research questions are 
outlined below and address each research question separately.  
Research Question One 
Research question one asked, “What are the behaviors that exemplary police 
chiefs use to create personal and organizational meaning for themselves and their 
followers through character, vision, relationships, wisdom, and inspiration?” The 
researcher asked open-ended questions that focused on the five variables.  The interview 
was audio recorded, transcribed, and coded.  The coded data was gathered from the 
interviews and were analyzed for trends and themes that emerged based on the five 
variables.  
Major Finding One 
The first major finding that emerged from the study is that all three exemplary 
police chiefs unequivocally agreed that all five of the variables-- character, vision, 
relationships, wisdom and, inspiration-- were essential and important in creating personal 
and organizational meaning for themselves and their followers.  The findings yielded that 
all five variables needed to be present and were interconnected in order to create 
meaning.  Although each leader agreed all five variables must be present when creating 
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personal and organizational meaning, the order of importance regarding the five variables 
differed among the exemplary leaders.  
Major Finding Two 
The data that emerged in the study reinforced that the behaviors related to 
character needed to be present in order for exemplary police chiefs to develop meaning in 
their organizations.  This finding is supported by literature and the research data.  The 
exemplary police chiefs referenced the behaviors related to character in 32% of the codes, 
followed by behaviors related to relationships in 20% of the codes.  The behaviors related 
to vision and inspiration both were mentioned in 19% of the codes, and the behaviors 
related to wisdom were referenced in 10% of the codes.  The variables of relationships, 
vision, inspiration, and wisdom were seen as critical behaviors in creating personal and 
organization meaning for themselves and their followers, however the behavior of 
character emerged as the most critical behavior.   
Major Finding Three 
The third major finding was that relationships were importance in creating 
personal and organizational meaning.  The researcher data supported that the behaviors 
related to relationships that needed to be present for creating personal and organizational 
meaning were communication, connection-bonds, listening, respect, and trust.  The 
exemplary leaders felt that these behaviors needed to be present in order to develop 
relationships with their followers and create meaning.  The behaviors related to 
relationships emerged as the second most important variable in the data and was 
referenced in 20% of the codes.   
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Major Finding Four 
The fourth major finding that emerged from the research was that exemplary 
police chiefs need to have a vision that is shared among their followers as well as 
implementing a collaborative mindset.  The exemplary police chiefs emphasized the 
significance of having a collaborative mindset along with a shared vision in order to 
creating meaning, purpose and sustainability.  Having a collaborative mindset and a 
shared vision emerged as a common theme related to vision with 44% of the occurrences. 
The literature and the research data supports this finding.  
Major Finding Five 
The fifth major finding was that in order for exemplary police chiefs to create 
meaning though inspiration, they needed to empower and encourage their followers.  
Police chiefs that empower their followers support them in building their capacity and 
creating personal and organizational meaning.  Police chiefs need to continue to 
encourage their followers in order to inspire and empower them to work to their highest 
potential.  Empowering followers emerged 49% of the time as a behavior relating to 
inspiration.   
Major Finding Six 
The sixth major finding that emerged from the study was that exemplary police 
chiefs need to accurately interpret and respond to situations and information to create 
meaning.  The research data and the literature supports the finding.  The behavior related 
to wisdom of accurately interpreting and responding, has a positive impact on the 
organization and creates meaning and purpose.  Accurately interpret and responds 
emerged 48% as a behavior related to wisdom for creating meaning.  
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Research Question Two 
Research question number two asked “To what degree do followers perceive the 
behaviors related to character, vision, relationship, wisdom, and inspiration help to create 
personal and organization meaning?”  A closed-ended survey was developed by the peer 
researchers titled Leader Behaviors.  The Leader Behaviors survey was deployed through 
SurveyMonkey via an electronic link to 36 followers.  The 36 followers were asked to 
answer research question two regarding the importance of the leadership behaviors in 
developing meaning in their organization.  The respondents were able to select Not 
Important, Marginally Important, Somewhat Important, Important, Very Important, or 
Critically Important when responding to the survey.  Once the followers completed the 
survey, the data was gathered and separated by the number of respondents, the percentage 
of responses, and the mean.  Further, the results were calculated to create the overall 
finding for each variable of character, vision, relationships, wisdom, and inspiration.  The 
overall data was compiled and the findings that emerged were assessed.  Table 11 below 
represents the overall findings.  
Table 11 
Summation of the Five Variables with Related % of Codes from Followers and % of Data 
Results who Noted Behaviors as Critically Important 
 
Variable % Codes for Followers as Critically Important  
Character  38.2%  
Relationships 33.6% 
Vision 28.2%  
Wisdom 27.3%  
Inspiration 14.5%  
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Major Finding One 
The first major finding that the quantitative data yielded was that “Behaves in an 
ethical manner when dealing with others” and “Actively listens when communicating 
with others” were seen as critical behaviors by the followers.  The followers felt these 
leadership behaviors were critical for creating meaning.  The data that emerged showed 
that 98.2% of all the followers perceived the character variable as Critically Important 
(38.2%), Very Important (43.6%), or Important (16.4%).  None of the respondents felt 
that the character variable was Marginally Important or Not Important.  The results for 
the behaviors related to the character variable yielded that 50% of the respondents felt 
that “Behaves in an ethical manner when dealing with others” and “Actively listens when 
communicating with others” were equally as important, with 11 out of the 22 respondents 
perceiving these behaviors as Critically Important.   
Major Finding Two 
The second major finding that the quantitative data yielded was that most of the 
followers perceived the behaviors related to character, vision, relationships, wisdom, and 
inspiration to be Critically Important, Very Important or Important, with over 89.0% for 
each variable.  The followers felt that all five of the variables-- character, vision, 
relationships, wisdom, and inspiration-- needed to be present in order to create personal 
and organizational meaning.  The behaviors related to character scored the highest among 
the followers with 98.2%, followed by relationships with 96.4%, vision had 92.7%, 
wisdom had 91.3%, and inspiration had the lowest percentage with 89.0%.  The 
quantitative data that emerged represented that the followers perceived all five variables 
as being important for creating personal and organizational meaning.  
150 
Major Finding Three 
The third major finding that emerged from the data and supported by the literature 
was that in order for leaders to successfully lead and create meaning, they need to build 
trusting relationships with their followers.  The data yielded that 86.4% of all the 
respondents perceived the behavior related to relationships of “creates an environment of 
trust among leaders and team members in the organization” was Critically Important for 
developing meaning in the organization.  This behavior also had the highest mean 
compared to all the other behaviors related to the other four variables.  The literature 
represents the finding of the importance of trust between leaders and followers for 
creating meaning within the organization.  Harvey & Brolet state, “With trust, you have a 
richer organizational climate” (2006, p. 23). 
Major Finding Four 
The fourth major finding that emerged in the study was that followers felt that the 
leaders’ behavior related to vision “Communicates organization’s vision in a way in 
which team members support it” was Critically Important for creating meaning.  The data 
that emerged from the qualitative interviews of the exemplary police chiefs yield similar 
results for creating meaning.  The followers perceived that leaders who “Engage team 
members in creating a vision for the future” was an important behavior for exemplary 
leaders to instill organizational meaning.   
Major Finding Five 
The fifth major finding that the quantitative data yielded was that followers 
perceived exemplary leaders who “Recognizes achievements of teams and team 
members” as a behavior related to inspiration was Very Important in creating meaning. 
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The data results from the exemplary police chiefs’ interviews paralleled that of the 
followers.  Police chiefs need to recognize the achievements of individuals and teams in 
order to create meaning in the organization.  The literature and the research data in the 
study support this finding.  Followers perceived inspiration as Critically Important for 
creating meaning with 14.5%. 
Major Finding Six 
The sixth major finding was the behavior related to wisdom of “Brings personal 
knowledge to the table when responding to complex situation with the organization” was 
perceived as Critically Important by the followers.  Exemplary leaders must contribute 
their expertise and personal experience in order to create meaning for themselves and 
their followers.  Followers perceived wisdom as being an important behavior for 
exemplary leaders in order to create meaning.  Wisdom was perceived as Critically 
Important by 27.3% of the followers.  
Unexpected Findings 
There were three unexpected findings in this study that resulted from the research.  
The first unexpected finding was that the wisdom variable was ranked lowest of the five 
variables by the exemplary leaders.  The second unexpected finding was that the 
behaviors related to character were ranked the highest by both the exemplary leaders and 
their followers.  The third unexpected finding was that there was a low percentage of 
female police chiefs.  
The first unexpected finding was that the exemplary leaders perceived wisdom as 
significant in creating meaning, however it was not as significant as the other four 
variables.  The behaviors related to wisdom emerged less often than the other behaviors 
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related to character, relationships, vision, and inspiration.  The behaviors related to 
wisdom were also perceived by the followers as not significant in developing meaning in 
the organization compared to the other four variables and their related behaviors.  
The second unexpected finding was that the results of the quantitative survey of 
the followers corresponded with the qualitative results of the exemplary police chiefs.  
The exemplary police chief interviews yielded that character was the most important 
variable in creating personal and organizational meaning, with 66 of the codes 
referencing (32%) character.  The followers ranked the behaviors of character the most 
Critically Important with 38.2% for creating personal and organizational meaning.   
Finally, the last unexpected finding had to do with the number of female police 
chiefs.  The gender demographics of the exemplary police chiefs yielded to be all male 
police chiefs.  The researcher did not contemplate that it would be difficult to find a 
female police chief to interview.  Additionally, the researcher did not realize that the 
exemplary police chiefs in this study would be all males.  
Conclusions 
This study identified the behaviors that exemplary police chiefs use to create 
personal and organizational meaning through the variables of character, relationships, 
vision, inspiration, and wisdom for themselves and their followers.  Furthermore, this 
study considered the degree to which followers perceived the behaviors related to the five 
variables of character, relationships, vision, inspiration, and wisdom, helped to create 
personal and organization meaning.  Based on the findings from the study, the results 
yielded that exemplary police chiefs believe that it is necessary to have behaviors related 
to all five variables--character, vision, relationships, wisdom, and inspiration--in order to 
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create personal and organizational meaning for themselves and their followers.  
Moreover, the breakthrough results also yielded that the degree to which followers deem 
these behaviors create personal and organizational meaning affirmed the results of the 
behaviors exemplary police chiefs use to create meaning for themselves and their 
followers.  The results that emerged indicated that the behaviors related to character and 
relationships were viewed as more significant than the other behaviors and ranked 
highest—critically important-- in creating personal and organizing meaning.  Finally, all 
five variables--character, relationships, vision, wisdom, and inspiration-- are used 
constantly and simultaneously in the organization for meaning to be evident.  The 
literature supports the conclusions of the five variables that are addressed below. 
Conclusion One: Relationships 
It is concluded based on the findings in this research, that leaders in law 
enforcement who do not establish relationships with not build an organization that has 
personal and organizational meaning.  It is further concluded, that leaders in law 
enforcement who do not establish relationships with their followers will not have a long 
tenure in their position. Police chiefs that do not build relationships with their followers 
will not effectively and explicitly have the ability to create meaning for themselves and 
their followers.  In order to create meaning, police chiefs need to build relationships 
which involve trust, respect, acknowledgement of one another, and the ability to build 
authentic connections between leaders and followers.  As supported by the literature in 
Ulrich & Ulrich (2010), leaders are responsible for setting that example, and must model 
the behaviors of relationships and instill trust, as well as modeling positive working 
relationships.  Police chiefs must communicate with their followers in an honest and 
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respectful manner to authentically connect with their followers and create meaningful 
relationships.  If relationships are not present, police chiefs will not instill meaning for 
their follower and organizational meaning will not exist  
Conclusion Two: Character 
Based on the findings from this study and the literature, it is concluded that 
character and the related behaviors are essential in creating meaning.  If police chiefs do 
not lead based on their character, the department will not develop a moral compass that 
guides individuals in the organization to do what is ethical and moral.  Exemplary police 
chiefs displayed high levels of character by being authentic and transparent in their 
actions and behaviors.  Leading with a moral compass and setting high standards for 
themselves and their followers are imperative for exemplary police chiefs to display.  
There have been numerous press reports reporting immoral character behavior among 
law enforcement agencies, as well as questioning the integrity and ethical actions of 
police chiefs.  In order to create meaning in their organizations, police chiefs must 
demonstrate character by their integrity and their ethical thoughts and actions.  Police 
chiefs that demonstrate character have integrity and are able to make decisions for the 
right and just reasons.  There are no hidden agendas, and these exemplary police chiefs 
lead with courage and stand for what is right.  It is concluded that police chiefs need to 
demonstrative character in their leadership in order to create personal and organizational 
meaning.  
Conclusion Three: Vision 
Based on the findings in this study it is concluded, that exemplary police chiefs 
who are able to effectively communicate and motivate their followers to understand their 
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organization’s vision will be successful in creating a shared vision with their followers.  
Police chiefs that do not communicate a clear and shared vision, will not create meaning 
for their followers and will have a negative impact on their organization.  Police chiefs 
that do not have a vision that is effectively communicated will have separation within the 
organization with no common ground.  Leaders who are able to effectively collaborate 
with their followers have an optimistic future outlook and are able to create a shared 
vision.  They are more effective in creating buy-in from their followers.  It is concluded 
that police chiefs need to work collaboratively with their followers toward a shared vision 
by reinforcing and keeping the vision alive through actions and words.  It is further 
concluded that followers want the organization’s vision to be communicated in a way that 
creates buy-in and understanding.  It is imperative for police chiefs to express the goal of 
the organization’s vision in a manner that is inspiring, and that allows followers to 
connect and believe in the vision in order for meaning to be present.   
Conclusion Four: Wisdom 
It is concluded that police chiefs that display the behaviors related to wisdom are 
able to create meaning for themselves and their followers.  Exemplary leaders that 
support all team members in achieving the organization’s goals, and that are able to show 
compassion when dealing with others are able to instill personal and organizational 
meaning.  If police chiefs do not display the behaviors related to wisdom their 
organization will be impacted in a negative manner and will cause disruption in the 
organization (Lusgarten, 2007; Mckenna, Rooney, & Boal, 2009).  Personal and 
organizational meaning will not be present in their organization with the absences of 
wisdom.  Wisdom behaviors include learning from past failures and past successes to 
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lead strategically, display expertise to solve situations, and reflect on past experiences to 
move forward successfully.  It is included that followers want to be informed consistently 
of the organization’s overall goal.  Followers want to be included in the ongoing 
discussions regarding decisions making.  It is further concluded that leadership requires 
knowledge, experience and insight in order to impact the organization in a positive 
manner.  It is also concluded that followers understand that wisdom of leaders integrates 
personal and organizational values in order to create personal and organizational 
meaning.   
Conclusion Five: Inspiration 
It is concluded based on the findings in this research, that followers want to be 
inspired, motivated, encouraged, and acknowledged for their accomplishments.  It is 
critical that police chiefs inspire their followers by acknowledging their achievements 
and celebrating their organization’s small wins.  This will encourage followers to do the 
best they can and to work to their fullest potential.  Followers will be enthusiastic and 
have a positive outlook on the future.  Followers will have a positive impact on the 
organization and the community they serve and protect.  Police chiefs need to inspire 
their followers in order to create meaning in their organization.  It is concluded that 
leadership requires inspiration for creating significance and relevance as well as 
encouraging positive attitudes and behaviors in order to instill meaning.  
Conclusion Six: Five Variables 
It is concluded based on the research in this study and the literature, that all five 
variable--character, vision, relationships, wisdom, and inspiration are interdependent of 
one another and all are needed in order to create personal and organizational meaning.  
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When all five variables are consistently and concurrently demonstrated, personal and 
organizational meaning will be evident.  Police chiefs that use all five variables in their 
leadership will enable followers to be more effective in working cohesively in achieving 
the goals of the organization.  Police chiefs and their followers concurred that all five 
variables must be present for meaning to exist.  Further it is concluded that one variable 
does not supersede the other variables in creating personal and organizational meaning. 
Implications for Action 
The research in this study supported the fact that the behaviors of character, 
vision, relationships, wisdom, and inspiration can create personal and organizational 
meaning for police chiefs and their followers.  Furthermore, the researched yielded that 
both exemplary police chiefs and their followers concur that all five variables must be 
present in order to effectively create both personal and organizational meaning.  The 
following section addresses the implications that exemplary police chiefs should 
immediately implement to create organizational meaning.   
Implication One: Professional Development 
Professional development needs to be the top priority for police chiefs and law 
enforcement agencies.  It is critical for police chiefs to adequately fund effective and 
purposeful professional development.  Police chiefs need to set aside one day a month to 
address the following: 
 Train staff on how to build relationships with all stakeholders. 
 Train staff to implement effective communication skills and how to listen 
effectively. 
 Focus on the department’s vision and how to implement it effectively. 
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 Train police chiefs on best practices for goal-setting to support their followers.  
 Celebrate small wins and take time to recognize individuals and teams for 
their accomplishments. 
Implication Two: Growth Mindset 
Police chiefs must include research-based approaches with their leadership team 
in order to create a growth mindset mentality.  Instilling a growth mindset approach will 
support leaders to be inspirational by focusing on the positives and being able to take 
chances in order to build their capacity and the capacity of their followers.  Police chiefs 
can instill a growth mindset by implementing the following: 
 Inspire the leadership team and followers to be innovative thinkers. 
 Enable all team members to feel safe and supported when implementing a new 
idea or strategy.  
 Allow all team members to expand their knowledge in a positive and 
purposeful manner by sharing their ideas during meetings and not worry about 
making mistakes.  
 Chiefs provide training that explains new laws and regulations that all team 
members need to implement. 
Implication Three: Character and Relationships  
The results in this study discovered that the behaviors related to character and 
relationships were essential variables for police chiefs to create meaning in their 
organizations.  It is critical that police chiefs ensure they enhance their abilities to instill 
behaviors relating to character and relationships in order to create meaning in their 
organizations.  The following actions must be implemented: 
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 Funds allocated for police chiefs and their leadership team to attend 
conferences and workshops focusing on behaviors related to character and 
relationships. 
 Team and trust building activities that include all levels of personnel in the 
department.  
 Hiring outside consultants that address best practices for making connection 
and building bonds.  
 Implement team meetings to focus on what it means to behave in an ethical 
manner. 
Implication Four: Self-Assessment  
Police chiefs need to have the ability and willingness for self-assessment by 
reflecting on their actions, behaviors, and the feedback they receive.  Police chiefs need 
to be asked explicitly to clarify their personal values and how they translate their values 
to the organizational values in order to engage people within their organization.  
Implementing a 360-degree assessment tool addressing the behaviors related to character, 
relationships, vision, inspiration, and wisdom will help build leadership capacity and 
create meaning in the organization.  The 360-degree assessment tool would be distributed 
to followers and the results would provide police chiefs the opportunity see how they are 
perceived by their followers.  This assessment tool would be used for the purpose of 
personal and professional growth.  Police chiefs would be able to see what behaviors 
have had the most impact on followers, and what behaviors the chiefs’ still needs 
improve upon.   
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Implication Five: Selecting Police Chiefs  
It is critical when selecting a police chief that the person chosen have the 
capability to create meaning in their organization.  The use of the Leader Behaviors 
survey would be an asset in the selection process regarding the behaviors that are 
perceived to be most important in developing meaning in the organization.  The Leader 
Behaviors survey would be deployed to all police chief candidates as well as all the 
followers in the specific department.  The hiring panel would have the opportunity to 
analyze the results of the surveys in order to compare the importance of each behavior as 
it is perceived for creating meaning for the followers and by the police chief candidates.  
The police chief candidates would have the opportunity to review the results and address 
the strategies they would us to create meaning in the organization.  The hiring panel 
would rank each police chief candidate based on their answers.  
Recommendations for Further Research 
Based on the findings of this research study it is recommended that further 
research be conducted in creating personal and organization meaning by the following. 
1. It is recommended that a limited case study locating three female police chiefs 
and looking at their pathways to the chief position.  
2. It is recommended that a single case study be done on a long standing 
successful chief in an urban area. 
3. This current study focused on exemplary municipal police chiefs.  It is 
recommended that future mixed-methods case study research include elected 
county sheriffs, school district police chiefs, or special district police chiefs in 
creating personal and organizational meaning for themselves and their 
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followers through character, vision, relationships, wisdom, and inspiration.   
4. It is recommended that the qualitative thematic interview schedule used to 
interview the exemplary police chiefs go more in-depth for each variable.  
Replicate the opened-ended interviews using the grounded theory study with 
three exemplary police chiefs and ask four sub-questions for each of the five 
variables of character, vision, relationships, inspiration, and wisdom.   
5. It is recommended that this study be replicated using a qualitative approach 
and taking a closer look at the 5 variables of character, vision, relationships, 
wisdom, and inspiration, and the behaviors related to each variable.  This 
recommended study would be a phenomenological investigation of exemplary 
police chiefs and the behaviors they use to create personal and organizational 
meaning for themselves and their followers using the five variables.  
6. Future research is recommended using a meta-analysis approach in comparing 
and contrasting the results and the conclusions of this study.  Analyzing the 
results and making specific recommendations for the best way to utilize the 
five variables in creating and building trusting relationships between law 
enforcement agencies and the community they protect and serve.   
7. This study only used a qualitative interview with the exemplary police chiefs.  
It is recommended that a future mixed-methods study replicating this study 
include a quantitative survey to be deployed to the exemplary police chiefs.  
This would enhance the data collection process by using both qualitative and 
quantitative instrumentation to investigate the behaviors exemplary leaders 
use to create personal and organizational meaning. 
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Concluding Remarks and Reflections 
“Relatedly, to touch lives is to live in service of others.  A simple truth is that 
people don’t remember us for what we do for ourselves; they remember us for what we 
do for them.” 
 ~Scott Mautz 
Working as a public servant for over 22 years has helped me create purpose and 
meaning in my life.  Being a servant-leader for the past 5 years has given me a new 
perspective on the importance of creating meaning for people around me.  Having the 
ability as a leader to create personal and organizational meaning for yourself and your 
followers is critical now, more than ever.  “When we find meaning in work, we find 
meaning in life” (Ulrich & Ulrich, 2010, p. 248).  The research has shown that the lack of 
satisfaction in one’s work over the past few decades has increased (Gallup, 2013).  The 
literature review showed that leaders with behaviors related to character, vision, 
relationships, wisdom, and inspiration can create personal and organizational meaning for 
themselves and their followers. “Meaning-making might not be in the leader’s job 
description, but it’s in the job manifestation” (Mautz, 2015, p. 175).  
This study has truly inspired me to instill the 5 variables in everything I do.  We 
who are leaders often think what is our impact on our organizational and followers?  This 
study by the exemplary police chiefs and their followers that all five variables of 
character, vision, relationships, wisdom, and inspiration confirmed with hesitation are 
critical in creating personal and organizational meaning.  Conducting the study and 
interviewing the exemplary police chiefs helped me gain more knowledge personally and 
professionally.  They are true believers of serving their community and building the 
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capacity of their followers.  I was inspired and proud of their hard work and dedication to 
the greater good.  They risk their lives to protect and serve without hesitation.  I was truly 
honored to have the opportunity to conduct this very powerful study and hear form these 
exemplary leaders and their dedicated followers.  Although I am in the field of education 
and not in law enforcement, my depth of knowledge has increased tremendously as a 
leader who is constantly learning how to create meaning in an organization.  My desire, 
now more than ever, is to be that exemplary leader, who has the resources and research-
based evidence to create meaning for everyone around me.  The in-depth knowledge I 
have gained will forever guide me as I continue my journey as a public servant-leader.  
Police chiefs and their followers do outstanding work in protecting and serving 
their communities each and every day.  The ability to instill the behaviors relating to the 
five variables of character, vision, relationships, wisdom, and inspiration will create 
personal and organizational meaning for their organization and their followers.  This 
study confirmed the importance of meaning and creating purpose in everything we do.  
Exemplary leaders can collaboratively work with their leadership teams to create 
trainings and workshops relating to the five variables in order to become meaningful 
leaders each and every day.  “Great leaders recognize the vital importance of abundance 
and meaning to everyone in their organization.  Including themselves” (Ulrich & Ulrich 
2010, p. 7).   
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APPENDICES 
Appendix A 
Thematic Interview Schedule 
My name is Rose Nicole Villanueva and I am the Coordinator of the Child Development 
Programs for the Saugus Union School District.  I am also a doctoral candidate at Brandman 
University in the area of Organizational Leadership.  I am a part of a team conducting research to 
determine what behaviors are used by exemplary leaders to create effective organizations.  What 
is it that you do to create a positive work environment, a healthy culture, and to bring meaning to 
your organization?  
Our team is conducting approximately 36 interviews with leaders like yourself.  The information 
you provide, along with the information provided by others, hopefully will provide a clear picture 
of the thoughts and strategies that exemplary leaders use to create effective organizations and will 
add to the body of research currently available.  We are also inquiring from a sample of your 
management level team using a survey instrument to obtain their impressions as well. 
Incidentally, even though it appears a bit awkward, I will be reading most of what I say. The 
reason for this is to guarantee, as much as possible, that my interviews with all participating 
exemplary leaders will be conducted in the most similar manner possible. 
Informed Consent (required for Dissertation Research) 
I would like to remind you any information that is obtained in connection to this study will 
remain confidential.  All of the data will be reported without reference to any individual(s) or any 
institution(s).  After I record and transcribe the data, I will send it to you via electronic mail so 
that you can check to make sure that I have accurately captured your thoughts and ideas.  
You received the Informed Consent and Brandman Bill of Rights in an email and responded with 
your approval to participate in the interview.  Before we start, do you have any questions or need 
clarification about either document?  
We have scheduled an hour for the interview.  At any point during the interview you may ask that 
I skip a particular question or stop the interview altogether.  For ease of our discussion and 
accuracy I will record our conversation as indicated in the Informed Consent.  
Do you have any questions before we begin? Okay, let’s get started, and thanks so much for your 
time.  
1.  “Here are five leadership behaviors that research suggests are necessary in an exemplary 
leader.  Looking at these, would you agree that these are all important?”   
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If “Yes”                 
 “Realizing that they are all important, do 
any jump out as being absolutely 
essential?” 
 
V             R             C               I              
W 
 
If any selected: “What is about those you 
selected that would place them a bit above 
the others?” 
 
 
 
 
If “No”… “not really”… or they hedge, 
ask: 
“Which of them do you believe do not fit 
into the group of important behaviors?” 
 
V              R              C              I              
W 
 
“Why do you think it/they do not belong 
in this group of important behaviors?” 
 
VISION:  The leader exhibits foresight with a compelling outlook of 
the future.    
 
RELATIONSHIPS:   The leader communicates a common purpose 
through listening, respect, trust, and acknowledgement of one 
another.  
 
CHARACTER:  The leader displays a moral compass of ethics and 
integrity while being reliable, transparent, and authentic.  
 
INSPIRATION:  The leader empowers followers by exuding 
enthusiasm, encouragement, and hope. 
 
WISDOM:  The leader accurately interprets and responds to 
complex, ambiguous, and often unclear situations 
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2. “The first behavior on the list is Vision (pointing to Vision on the card).  Based 
upon the success of your leadership, it is clear that you have established a vision 
for your organization.  Are there things that you recall having done to develop 
vision for yourself and your organization?” 
 
  “Are there some that seemed to work better than others?” 
 “Why do you think they (it) worked as well as they (it) did?”  
 “Were there any unintended outcomes, positive or negative, from the use 
of that particular strategy?” 
 “How do you ensure that your team buys into your vision?” 
3.  “The second item on the card is establishing Relationships. This involves being a 
good listener and establishing trust among your team members.  Are there 
specific things you have done to develop relationships among the members of 
your organization?” 
 
 “Are there some that seemed to work better than others?”   
 “Why do you think they (it) worked as well as they (it) did?” 
 “Were there any unintended outcomes, positive or negative, from the use 
of that particular strategy?” 
4. “If you take a look at the card, one of the five important leadership behaviors is 
character and leading with a moral compass. This includes 
integrity…reliability…authenticity.  “What kinds of things do you do to 
demonstrate your character as the leader of your organization?” 
  “What behaviors do you look for in your peers or employees that 
demonstrate their character? 
  “How do you communicate the importance of these behaviors to your 
staff members?” 
  “Are there challenges that you face as you deal with these issues on a 
daily basis?” 
 “Are there any unintended outcomes, positive or negative, from the use of 
a particular strategy?” 
5.  “As stated on the card, an Inspirational leader empowers staff by exuding 
enthusiasm, encouragement, and hope. Tell me about some of the things you do to 
inspire your staff to be all they can be.”   
 “Are there some things that seemed to work better than others?” 
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 “Why do you think they (it) worked as well as they (it) did?” 
 “Were there any unintended outcomes, positive or negative, from the use 
of any particular strategy?” 
6. “The fifth item on the card is Wisdom.  As the card states, responding effectively 
to unclear, complex issues is called for here.  Can you describe a time when your 
organization faced a very complex or unclear situation?” 
If yes: 
“What did you do or what strategies did you put in place to clarify the 
situation so that progress was possible?”   
If no: 
“If a situation like this did arise in the future, how do you think you would 
you go about clarifying the situation to put your staff’s mind at ease and 
feel ready to go?”    
 “Are there some strategies that seemed to (or you think would) work better 
than others?” 
 “Why do you think they (it) worked (would work) well?” 
 “Were there any unintended outcomes, positive or negative, from the use 
of that particular strategy?” 
7. “Of all the things we have spoken about today – vision, relationships, character, 
inspiration, and wisdom -  are there absolute ‘musts!’ that you believe are 
essential behaviors for an exemplary leader to have?” 
If yes: “What are those behaviors and why do you believe they are so 
critical?” 
 
“Thank you very much for your time.  If you like, when the results of our 
research are known, we will send you a copy of our findings.” 
GENERIC PROBES THAT CAN BE ADDED TO ANY QUESTION TO 
PRODUCE MORE CONVERSATION: 
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1.     “Would you expand upon that a bit?"  
2.     “Do you have more to add?” 
3.     “What did you mean by ….” 
4.     “Why do think that was the case?” 
5.     “Could you please tell me more about…. “ 
6.     “Can you give me an example of ....” 
7.     “How did you feel about that?” 
Generic probes can be used to encourage an interviewee to say more about a 
question you have asked. 
 
 
  
185 
Appendix B 
Quantitative Survey Questions 
Quantitative Survey 
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Appendix C 
Institutional Review Board Approval 
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Appendix D 
INFORMED CONSENT 
 
INFORMED CONSENT 
INFORMATION ABOUT: The behaviors of exemplary leaders related to character, 
vision, relationships, wisdom and, inspiration to help create personal and organizational 
meaning. 
RESPONSIBLE INVESTIGATOR:  Rose Nicole Villanueva, MA  
PURPOSE OF STUDY: 
You are being asked to participate in a research study conducted by Rose Nicole 
Villanueva, MA, a doctoral student from the School of Education at Brandman 
University. The purpose of study is to identify and describe the behaviors that leaders use 
to create personal and organizational meaning for themselves and their followers through 
character, vision, relationships, wisdom, and inspiration.  
 
Your participation in this study is voluntary and will include an interview with the 
identified student investigator.  The interview will take approximately 60 minutes to 
complete and will be scheduled at a time and location of your convenience.  The 
interview questions will pertain to your perceptions and your responses will be 
confidential.  Each participant will have an identifying code and names will not be used 
in data analysis.  The results of this study will be used for scholarly purposes only.  
 
I understand that: 
a) The researcher will protect my confidentiality by keeping the identifying codes 
safe-guarded in a locked file drawer or password protected digital file to which 
the researcher will have sole access.   
b) My participation in this research study is voluntary. I may decide to not 
participate in the study and I can withdraw at any time. I can also decide not to 
answer particular questions during the interview if I so choose. Also, the 
investigator may stop the study at any time. 
c) If I have any questions or concerns about the research, please feel free to contact 
Rose Nicole Villanueva, rvillanu@mail.brandman.edu or by phone at 818-618-
1094; or Dr. Keith Larick (Chair) at larick@brandman.edu. 
d) No information that identifies me will be released without my separate consent 
and all identifiable information will be protected to the limits allowed by law. If 
the study design or the use of the data is to be changed, I will be so informed and 
consent re-obtained. There are minimal risks associated with participating in this 
research.  
e) If I have any questions, comments, or concerns about the study or the informed 
consent process, I may write or call the Office of the Vice Chancellor of 
Academic Affairs, Brandman University, at 16355 Laguna Canyon Road, Irvine, 
CA 92618, 949-341-7641. 
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I acknowledge that I have received a copy of this form and the “Research Participant’s 
Bill of Rights.” I have read the above and understand it and hereby consent to the 
procedure(s) set forth. 
        Date:      
Signature of Participant or Responsible Party 
        Date:      
Signature of Principle Investigator, Rose Nicole Villanueva, MA 
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Research Participant’s Bill of Rights 
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Appendix H 
Research Study Invitation Letter 
INVITATION TO PARTICIPATE 
DATE:  
Dear … 
My name is Rose Nicole Villanueva and I am a Doctoral Candidate in the School of 
Education at Brandman University.  I am participating in a thematic dissertation with 11 
other researchers.  This letter serves an as an invitation for you to participate in a research 
study.   
PURPOSE:  The purpose of this thematic, mixed-method case study is to identify and 
describe the behaviors that exemplary police chiefs use to create personal and 
organizational meaning for themselves and their followers through character, 
relationships, vision, inspiration, and wisdom. Further, this study will survey followers to 
assess their perceptions of the leader’s behaviors in relation to character, relationships, 
vision, inspiration, and wisdom and how these traits create personal and organizational 
meaning.  Results from this study will be summarized in a doctoral dissertation. 
PROCEDURES:  If you choose to participate in this study, you will be invited to a 60 
minute, one-on-one interview.  I will ask a series of questions designed to allow you to 
share your experience as an exemplary university president.  The questions will assess the 
specific variables of character, relationships, vision, inspiration, and wisdom.  The 
interviews will be audio-recorded for transcription purposes.     
RISKS, INCOVENIENCES, AND DISCOMFORTS:  There are no major risks to 
your participation in this research study.  The interview will be at a time and place which 
is convenient for you. 
POTENTIAL BENEFITS:  There are no major benefits to you for participating; 
nonetheless, a potential benefit may be that you will have an opportunity to identify 
future best practices for using the five variables of exemplary leadership.  The 
information for this study is intended to inform researchers and leaders of behaviors used 
to by exemplary leaders to create organizational meaning.   
ANONYMITY:  If you agree to participate in the interview, you can be assured that it 
will be completely confidential.  No names will be attached to any notes or records from 
the interview.  All information will remain in locked files, accessible only to the 
researchers.  No employer will have access to the interview information.  You will be 
free to stop the interview and withdraw from the study at any time.  You are also 
encouraged to ask any questions that will help you understand how this study will be 
performed and/or how it will affect you.  Further, you may be assured that the researchers 
are not in any way affiliated with law enforcement agencies.  Feel free to contact the 
principle investigator, Rose Nicole Villanueva, at rvillanu@mail.brandman.edu or by 
phone at 818-618-1094, to answer any questions or concerns you may have.  If I have any 
questions, comments, or concerns about the study or your rights as a participant, you may 
write or call the Office of the Vice Chancellor of Academic Affairs, Brandman 
University, at 16355 Laguna Canyon Road, Irvine, CA 92618, 949-341-7641. 
 
Sincerely, 
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Rose Nicole Villanueva, MA 
Doctoral Candidate, Ed.D. 
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Appendix I 
AUDIO RELEASE FORM 
RESEARCH STUDY TITLE: Meaning Makers: A Mixed-Method Case Study of Exemplary 
Chief of Police and the Behaviors They Use to Create Personal and Organizational Meaning  
 
BRANDMAN UNIVERSITY  
16355 LAGUNA CANYON ROAD  
IRVINE, CA 92618  
 
RESPONSIBLE INVESTIGATOR: Rose Nicole Villanueva, MA  
I authorize Rose Nicole Villanueva, MA, Brandman University Doctoral Candidate, to record my 
voice. I give Brandman University, and all persons or entities associated with this study, 
permission or authority to use this recording for activities associated with this research study.  
 
I understand that the recording will be used for transcription purposes and the identifier-redacted 
information obtained during the interview may be published in a journal or presented at meetings 
and/or presentations. I will be consulted about the use of the audio recordings for any purpose 
other than those listed above. Additionally, I waive any rights and royalties or other compensation 
arising from or related to the use of information obtained from the recording.  
 
By signing this form, I acknowledge that I have completely read and fully understand the above 
release and agree to the outlined terms. I hereby release any and all claims against any person or 
organization utilizing this material.  
 
 
__________________________________________________________          Date___________  
Signature of Participant or Responsible Party  
 
__________________________________________________________           Date___________ 
Signature of Principle Investigator – Rose Nicole Villanueva, MA 
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APPENDIX J 
Protecting Human Research Participants Certification 
 
Appendix J is a screen shot of The National Institute of Health (NIH) protecting human 
research participants’ certification of completion provided to the Institution Review 
Board (IRB) as evidence that Rose Nicole Villanueva, Brandman University student, 
successfully completed the “Protecting Human Research Participants” training (NIH, 
2015). 
